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Abstract
This post-positivist confirmatory correlational study examined four contributing factors found in
the literature to influence teacher retention. The four factors were working conditions and school
climate; administrative support and leadership practices; teacher self-efficacy; and the COVID19 pandemic. The researcher developed two questionnaires (i.e., Teacher Retention
Questionnaire for Teachers and Teacher Retention Questionnaire for Administrators) to gather
the data for the study. A total of 324 teachers (30.39% return rate) and 26 administrators (50%
return rate) from an urban Midwest P-12+ public school district participated in this study and
anonymity was assured. Bandura’s Social Cognitive Theory and Self-Efficacy Theory were used
to frame this study. Findings indicated working conditions and school climate, along with
administrative support and leadership practices were shown as most correlated to teacher
retention. No correlation with retention was obtained when teacher self-efficacy or COVID-19
pandemic issues were explored. Recommendations for school administrators resulting from this
study relate to enhancing school climate to increase job satisfaction and implementing leadership
practices that value a personal connection (i.e., trust, respect) with teachers. School leaders
should assist teachers with increasing parent involvement, addressing disruptive behaviors, and
aiding students with low academic interest to boost the school climate. Recommendations for
future research focuses on understanding self-efficacy results (i.e., not correlated to retention)
and to continue exploring other factors that prevent teacher retention phenomenon.
Keywords: school climate, working conditions, administrative support, leadership practices;
teacher self-efficacy, COVID-19, pandemic, teacher retention, factors, indicators
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CHAPTER 1: INTRODUCTION
“Only when we understand the factors that contribute to the growing shortage of highquality teachers can we design policy interventions-and better guide institutional decisions to
find the ‘missing’ teachers” (Garcia & Weiss, 2019a, p. 11).
Garcia and Weiss (2019b) state the magnitude of the teacher shortage in the nation and
the working conditions that contribute to this problem. According to the report by Garcia and
Weiss, high poverty schools suffer the most from the shortage of credentialed teachers. High
numbers of teachers (13.8%) are leaving their schools or leaving teaching altogether. The date
schools that could not fill a vacancy nearly tripled from 2011-12 to 2015-16 by increasing from
3.1 to 9.4%. In the same period, the share of schools that found it difficult to fill a vacancy nearly
doubled from 19.7 to 36.2%. A reduced pool of applicants, increased number of educators
needing to be hired, teacher retirements, and the addition of programs and courses compound the
teacher shortage. In addition, from 2008-09 to 2015-16 school years, there was a 15.4% drop in
the number of education degrees awarded and a 27.4% drop in the number of people who
completed a teacher preparation program.
What is noticeable is that ninety percent of teacher shortage is created when teachers
leave the teaching profession. Excluding retirement, two-thirds of vacancies are teachers leaving
education for various other reasons which include dissatisfaction, personal reasons, a different
job, and financial reasons (Carver-Thomas & Darling-Hammond, 2017). These percentages
equate to 90,000 additional teachers annually needed to fill vacancies across the country of the
current 3.3 million full-time and part-time public-school teachers (Carver-Thomas & DarlingHammond, 2017). The number of graduates in 2017-18 from post-secondary institutions in the
nation equaled 82,600 degrees and 4% of all degrees conferred were in the field of education
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(National Center for Educational Statistics, 2019). In 2017-18, there were 3.3 million full-and
part-time teachers in traditional public schools, 205,600 charter school teachers, and 509,200
private school teachers (National Center for Educational Statistics, 2019). From 1999-2000, this
is a 12% increase in traditional schools (to 3.0 million teachers in 2017-18), a 1,076% increase in
charter schools (17,500 teachers in charter schools in 2017-18), and a 13% increase in private
schools (449,100 teachers in a private school in 2017-18) (National Center for Educational
Statistics, 2019). The deficit that results from those leaving and those coming into the field of
education does not consider satisfying “hard to fill” areas in rural schools, schools with extreme
poverty, low-socioeconomic status, or highly diverse populations. In addition, the content areas
of math, science, special education, and English learners are difficult to fill.
Public education is provided for all children under the U.S. Constitution. Each state is
responsible for compulsory attendance laws and licensing of teachers. The teacher crisis has
fluctuated with legislation and mandates at the federal and state levels dependent on
requirements such as the need for highly qualified teachers, interventions, programs and services
for students, and course requirements.
The higher the teacher turnover rate, the greater the number of resources (i.e., training and
support) it takes to get the newly hired staff “caught up.” These practices have been negatively
impacting student achievement. Because there is a big investment in the cycle of training and
preparing, it is costly to lose teachers to other schools or occupations (Boyd et al., 2011; CarverThomas & Darling-Hammond, 2017; Garcia & Weiss, 2019a, 2019b). When teachers leave a
building, not only do they walk away with school investments in training and the additional costs
incurred to hire a replacement, but they also walk away with their years of experience,
knowledge of the building climate, and relationships with students and staff, which are
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irreplaceable and take time to rebuild. Because of teachers exiting, existing staff and students
experience loss of monetary and human resources that could have been committed to other
initiatives and support because resources are realigned to support and train newly hired teachers.
In addition, a teacher shortage makes it difficult to maintain a reputation for teaching and to
professionalize it, which contributes to perpetuating the shortage (Garcia & Weiss, 2019a). The
lack of qualified teachers and staff flux threatens students’ ability to learn and diminishes
teachers’ effectiveness.
According to Sutcher et al. (2019), teacher shortage is “the insufficient production of new
teachers, given the size of enrollments and teacher retirements measured by teacher production in
relation to factors associated with teacher demand” (p. 4). The movement of teachers to different
schools or leaving the field of teaching altogether, along with increased programming for at-risk
populations (i.e., specialists for Title 1 programs, special education, & English Learner students),
and increasing enrollments, have embroiled a battle among administrators for qualified,
experienced teachers (Bellibas & Liu, 2017).
Because the number of incoming educators (incomers) provides a negative balance when
compared to outgoing educators (leavers), many states have resorted to providing alternative
methods of licensing people to teach. This includes alternative ways to meet state certification
other than obtaining a post-secondary degree. The non-traditional or alternative method provides
applicants with probationary, provisional/temporary, waiver, or emergency certification.
Alternative programs, such as Teach for America, allow those interested in education to receive
“on-the-job” training to obtain a teaching certificate.
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Impacts of COVID-19 on Teacher Shortage
The data regarding the impact of COVID-19 on teachers are beginning to be discovered.
A study by Steinger and Woo for RAND Corporation (2021) corroborates that COVID-19 has
had a significant impact on teachers. The RAND Corporation polled a nationally representative
sample of teachers through their American Teacher Panel (Steinger & Woo, 2021). They
received 1,006 responses out of 1,819 questionnaires sent for a 55% return rate. To compare
teachers to the public, the RAND Corporation sent a similar survey about job-related stress and
intention to leave their job to their nationally representative American Life Panel and received
1,075 responses (Steinger & Woo, 2021). In a poll taken in January of 2021, 23% of teachers
reported they were likely to leave their current position at the end of the 2020-21 school year,
while 17% of all employed adults reported they were likely to leave their current jobs. Between
the years 2005 and 2013, an average of 16% of teachers left their jobs due to retirement,
involuntary turnover, voluntary turnover, and voluntary pre-retirement leavers (Carver-Thomas
& Darling-Hammond, 2017). In the 2021 RAND study, 23% of teachers indicated they were
likely to leave their job, which was an additional 7% increase above the previous average of
teachers reporting they were leaving their job after COVID-19 (Carver-Thomas & DarlingHammond, 2017; Steinger & Woo, 2021). Of the teachers who identified as Black or African
American, nearly 50% reported they would leave at the end of the 2020-21 school year (Steinger
& Woo, 2021). Seventy-five percent of teachers stated that their work was stressful while 20%
reported they were having difficulty coping with the stress of their jobs while half of the teachers
indicated being burned out, and 25% had symptoms of depression (Steinger & Woo, 2021).
Teachers expressed higher job-related stress as compared to employed adults nationally (78% for
teachers compared to 40% for employed adults) (Steinger & Woo, 2021). During COVID-19,
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one-third of teachers disclosed being responsible for their children (i.e., childcare and/or learning
supports) while teaching (Steinger & Woo, 2021). Teachers revealed increases in stress in the
areas of administrator and school support, technical problems with remote teaching, the method
of instruction not matching their preferred and/or actual mode of teaching, and the number of
changes in the school instructional model (Steinger & Woo, 2021).
As a result of COVID-19, federal funding is being provided to schools to “close the
achievement gap” caused by COVID-19 which created an additional need for educators to
support those students who did not make adequate gains. Before COVID-19, the teacher shortage
was at monumental proportions. COVID-19 has exacerbated the teacher shortage by creating
additional stress and other professional and personal demands placed on teachers.
Brief Literature Review
This brief literature review examines research on teacher retention in the areas of
working conditions and school climate, administrative support and leadership practices, and
teachers’ self-efficacy as potential contributors to the teacher retention phenomenon. The causes
and impact factors of teacher retention are vast. The literature review pointed out some of the
more common factors of teacher retention include administrator’s efficacy and practices
(Bellibas & Liu, 2016; Torres, 2016; Yost et al., 2019); school climate and culture (Cohen et al.,
2009; Collie et al., 2012; Grayson & Alvarez, 2008; Jacob, et al., 2015); district policy and
district and school procedures; type of teacher preparation and supports (i.e., teacher preparation
program (alternative vs. traditional)); induction programs (Smith & Ingersoll, 2004; Weinberger,
& Donitsa-Schmidt, 2016); professional development (Berry, 2008); salary (Carver-Thomas &
Darling-Hammond, 2017; Sutcher et al., 2019); policy; and practices among special populations
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(i.e., cultural diversity & special education) (Weinberger, & Donitsa-Schmidt, 2016; Cohen et
al., 2009; Leko et al., 2015).
Factors Impacting Teacher Retention
Working Conditions and School Climate
An incident study by Ladd (2011) explored the connection between teachers’ perceptions
of their working conditions and proposed and actual exoduses using a 2006 statewide survey
administered to all teachers in the state of North Carolina as directed by state educational leaders.
The survey separated climate-related variables interconnected to leadership, time, and mentoring
(e.g., working relationships with colleagues, teaching assignments, professional development, &
curricular support). In addition, the study reviewed the relationship between working conditions
and teachers’ one-year actual departure rates. The study split elementary, middle, and high
school levels to vet out differences among the three levels. Findings indicate teachers depart
from schools when the following issues occur at higher rates. These school factors include larger
percentages of Black students, Hispanic students, or students of another race; buildings with a
high percentage of students eligible for free and reduced lunch; a higher percentage of students
with limited English proficiency; and a larger percentage of students whose parents do not have a
college degree. Additional school characteristics, such as teacher demographics, having a
graduate degree, teachers with 0 to 3 years of experience, teachers with 10 or more years of
experience, and an “average” teacher licensure test score increased teacher retention. The
findings indicated that teachers who have under 5 years of experience are more likely to leave
the field. The more experience a teacher has, the less likely it is that they will leave until they
reach retirement age. Teachers with graduate degrees tended to leave positions to “more
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desirable” locations, such as more urban areas, higher socioeconomic status, more financial
resources, adequate facilities, and less cultural diversity (Ladd, 2011).
Other studies have been found that teachers leave schools that have students who are
lower-achieving, low-income, and with high numbers of minority students for schools that are
higher achieving, more economically advantaged, and less diverse (Boyd et al., 2011; CarverThomas & Darling-Hammond, 2017; Garcia & Weiss, 2019a, 2019b; Smith & Ingersoll, 2004).
In a study by Loeb et al. (2005), the researchers discovered that improving working conditions
positively correlated with teacher retention. When improvements are made to working
conditions, such as resources/material, appropriate classroom space, adequate facilities, common
planning and collaboration, class size, and administrative support as well as salary, the potential
exists for schools to retain teachers regardless of specific students’ demographics (Wynn et al.,
2007).
Administrative Support and Leadership Practices
Multiple studies (Berry, 2008; Collie et al., 2012; Garcia & Weiss, 2019a, 2019b; Smith &
Smith, 2006; Torres, 2016) found a positive correlation between the high degree of the cultural
diversity of the students and poor working conditions, with the exception that teachers who had
strong administrative support and leadership practices tended to have teachers remain at those
locations even when there was a high percentage of diversity, high poverty, and limited
instructional resources. In the Ladd (2011) study, school leadership appeared as the most
significant measurement related to positive working conditions. When considering leadership,
teacher mobility is impacted differently at each level of school. Elementary and middle levels
with weak leadership were associated with teachers’ wanting to move locations but not leave the
profession. Administration with weak leadership focuses on managerial duties and imminent
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issues, while strong leaders promote group problem solving, celebrating success, development of
long-range planning, and using data to support progress (Ladd, 2011). Weak leaders at the high
school do contribute to teachers leaving the profession. In general, administrative leaders who
had higher degrees of teacher retention were individuals considered by teachers to be
transformational leaders, supported teachers, shared a vision, cultivated a trusting environment,
and involved teachers in making decisions and problem solving had higher degrees of teacher
retention (Ladd, 2011).
Teacher Self-Efficacy
Even under the most optimum conditions, individual teachers and their professional
interactions retain responsibility for their self-efficacy. Teacher self-efficacy is based on
Bandura’s (1977, 1997, 2006) social cognitive theory. According to Bandura (1994), selfefficacy is defined as people's beliefs about their capabilities to produce designated levels of
performance that exercise influence over events that affect their lives. Self-efficacy beliefs
determine how people feel, think, motivate themselves, and behave. Such beliefs produce these
diverse effects through four major processes. A questionnaire developed by Skaalvik and
Skaalvik (2016) investigated the following stressors: discipline problems, student diversity, time
pressure, poor student motivation, conflict with colleagues, lack of supervisory support and trust,
value conflict, emotional stress, teacher efficacy, engagement, and motivation to leave the
teaching profession. One factor impacting teacher’s disincentive resulting in them leaving their
position was “time pressure.” There are two types of time pressure explained: time constraints
(the need to meet deadlines) and the lack of time (too much to do and little time). Time pressure
brought on by time constraints caused emotional stress and exhaustion. Time pressure related to
the feeling of not enough time also caused stress. Some of the factors for not enough time
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consisted of preparation for teaching, balancing home and school life, meetings, and
documentation taking place during prep time, which contributed to teacher stress. Teacher stress
resulted in lower motivation and increased emotional exhaustion (Skaalvik & Skaalvik, 2016).
Similarly, Collie et al. (2012) investigated the school climate and social-emotional learning
when predicting teacher stress, job satisfaction, and teaching efficacy. Results indicated both
workload and student behavior and student motivation had the greatest impact on a teacher’s
stress, self-efficacy, and job satisfaction.
Currently, the COVID-19 pandemic has been an additional factor weighing heavily on the
minds of teachers. Teachers changed how they taught overnight. Teachers went from in-person
teaching to an all-virtual platform. This has impacted teachers professionally as well as
personally. While teachers worry about not meeting the needs of their students due to lack of
engagement or technology, some also played a dual role in parenting and instructing their
children during COVID-19. At the time of this study, research was sparse when looking into
teacher retention and teacher mental health during the time of COVID-19. The suddenness of
this along with the lack of preparation and training has made the end of the 2019-20 and the
beginning of the 2020-21 school years particularly challenging for teachers. Horace Mann
Educators Corporation surveyed U.S. Kindergarten through grade 12 public school teachers and
found that 27% of teachers are considering leaving because of the pandemic by leaving their job,
retiring early, or taking a leave of absence related to COVID-19 (Hess, 2020). Morgan (2021)
reports almost one-third of teachers are considering leaving their positions due to the pandemic.
The COVID-19 related reason that teachers give as to why they are leaving public schools is that
the pay was not enough given the stress and health reasons (21%) (Will, 2021). Additional
factors included a loved one they live with is considered ‘high-risk” (17%), the respondent has a

FACTORS OF TEACHER RETENTION SUCCESS

22

health condition (16%), or childcare responsibilities (13%) (Will, 2021). Will indicated that the
top reasons teachers leave teaching, both before and during the pandemic, were the stress and
dissatisfactions were not worth it (43%); they did not like how things were run (32%), or they
did not get support from their district or school (29%).
In summary, the literature indicates several factors that can contribute to teacher
retention. These specific articles address some factors include working conditions and school
climate (Collie et al., 2012; Ladd, 2011; Loeb & Darling-Hammond, 2005), administrative
support and leadership practices (Berry, 2008; Collie et al., 2012; Garcia & Weiss, 2019a,
2019b; Smith & Smith, 2006; Torres, 2016), and teacher self-efficacy (Boyd et al., 2011; CarverThomas & Darling-Hammond, 2017; Collie et al., 2012; Garcia & Weiss, 2019a, 2019b; Loeb et
al., 2005; Skaalvik & Skaalvik, 2016; Smith & Ingersoll, 2004). Furthermore, teachers value
their ability to participate in professional collaboration and discussions about instructional
practice (Bellibas & Liu, 2017; Borman & Dowling, 2008; Boyd, et al., 2011; Grissom, 2011;
Ladd, 2011; Newberry & Allsop, 2017; Urick, 2014). More recently, teachers’ mental health, as
well as trauma, have impacted their capacity to remain in the classroom (Levin et al., 2020;
Skaalvik & Skaalvik, 2016). Also, teachers place high importance on classrooms with adequate
materials and learning conditions (Berry, 2008; Ladd, 2011); value for their time commitment
through an adequate salary, and time to do the job satisfactorily (Loeb & Darling-Hammond,
2005; Skaalvik & Skaalvik, 2016), as well as support from administration (Skaalvik & Skaalvik,
2016; Urick, 2014) and colleagues (Ladd, 2011; Skaalvik & Skaalvik, 2016) to nurture their
professional and personal growth to impact student achievement. The phenomenon of teacher
retention includes many interdependent factors. Some factors reviewed include working
conditions and school climate, administrative support and leadership practices, and teacher self-
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efficacy well as administrative support should be considered independently as well as
collectively.
Theoretical Framework
For this study, several theoretical frameworks were used to assist in factors that support
teacher retention. The decision to use these constructs was based on the three areas addressed in
this study, which include working conditions and climate, administrative support and leadership
practices, and self-efficacy.
Two of Albert Bandura’s (1977, 1987) theories were used in this study to support the
belief that behavior is learned and changed based on an individual’s experiences and that the
environment and external factors also impact an individual’s behavior. By understanding the
correlation that may exist between teachers’ self-efficacy, teachers’ retention, and various
environmental factors (e.g., maintenance of facilities, impacting student factors, professional
development, teacher & administrator relationships). This confirmatory post-positivist
correlational study aims to determine factors that lead to teacher retention.
Social Cognitive Theory
The framework used was the social cognitive, also known as social learning theory, by
Albert Bandura (1977; 1989; 1991; 2005), which provides the foundation of the determinants of
behavioral outcomes. Albert Bandura (2005) states, “To be an agent is influence intentionally
one’s functioning and life circumstances. In this view, people are self-organizing, proactive, selfregulating, and self-reflecting. They are contributors to their life circumstances not just product
of them” (p. 9). Social cognitive theory is based on behaviorism which states that behavior
results from following models, observing others, and replicating actions. Actions and knowledge
occur because of social exchanges. As a result of interdependent influences among behavior,
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external factors, and self-efficacy, individuals behave in a manner that provides them
reinforcement, either internal or external, intrinsic or extrinsic, toward an outcome (see Figure
1). The core concepts of social cognitive theory include human agency and observational
learning. Bandura (1986) uses the term triadic reciprocal determinism to indicate
interconnectedness. The interconnectedness exists among the three factors of his model (see
Figure 1) along with the simultaneous interactions among the three factors of his triadic system:
behavior, environment, and self-efficacy/personal factors. Bandura explains that although each
component does not necessarily contribute equally to explain individuals’ behaviors, they
exercise an impact on the generation of individuals’ behaviors (Wood & Bandura, 1989). For an
individual, the impacting factors in causation are cognitive, social/external, and behavioral
factors. While external factors include the environmental, social norms, community access,
influence, attention, memory, motor process and skill acquisition, internal factors personally
equally impact behavior which includes an individual’s amount of effort, motivation, mental
processing, self-confidence, and prior experiences.
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Figure 1:Social Cognitive Theory
Social Cognitive Theory
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Self-Efficacy Theory
To understand behavior, Bandura developed Self-Efficacy Theory before social cognitive
theory to explain “why people do what they do.” Bandura’s Theory of Self-Efficacy Theory was
another piece conducive to that understanding. Self-Efficacy Theory (see Figure 2) helps us to
understand the mitigating factors (i.e., internal) that help explain behavior (i.e., external).
Bandura’s Self-Efficacy Theory and Social Cognitive Theory was used to create a holistic
understanding of the main factors driving the behavior. These two theories are integrated with the
purpose of understanding and explaining teacher retention from an experiential perspective.
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Figure 2 Bandura’s Self-Efficacy Theory
Bandura’s Self-Efficacy Theory

Source: Bodipo-Memba (2018).
Self-efficacy reflects each person’s personal factors that go into a behavior which
includes an individual’s skills, experiences, and beliefs along with the cognitive processes of
attention, retention of information, and motivation. Therefore, depending on one’s self-efficacy,
some teachers retain specific information that may be relevant to push through when challenges
arise, that teachers may pay attention to the positive aspects of their experience rather than to the
negative when the self-efficacy is higher. Bandura (1977, 1994) developed Self-Efficacy Theory
in 1977 to describe how motivation and affective behaviors, which are cognitive, predict the
success a person believes they can achieve, tying Self-Efficacy Theory back to Social Cognitive
Theory. Self-efficacy includes internal or intrinsic factors that influence the way one behaves.
These influences include performance accomplishments, vicarious learning, social persuasion,
and emotional arousal which impact an individuals’ persistence, performance, and/or approach
or avoidance toward a task. Individuals who have an elevated level of self-efficacy tend to be
more successful at their endeavors than those who have low self-efficacy (Bandura,
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1977). Also, keep in mind that self-efficacy is cognitive. This is reflected in the ideas that go
through somebody’s mind that make a difference in the person’s behavior. If somebody thinking
constantly “I am not good at this” versus somebody that thinks “this is challenging but I will be
able to do it,” the premise of Self-Efficacy Theory would point out that the person who has the
stronger belief in themself will be more successful than the other. With teacher retention, the
challenge is to develop individual competencies in the areas of teacher working conditions and
climate, administrative support and leadership practices, and teacher self-efficacy to support
teacher retention.
Assessment of Leadership in Times of Crisis
Assessment of Leadership in Times of Crisis (Boin et al., 2013) reviewed the status of
leaders who have led during as determined by teachers to provide feedback on what can be done
to promote their retention. Assessment of Leadership in Times of Crisis relates to the dual crises
related to COVID-19 along with a shortage of teachers while social learning theory provided a
basis to understand teacher retention at an individual as well as school level. This
comprehensive, evaluative framework of crisis leadership was intended to be utilized before,
during, and after a crisis. The researcher decided to address the COVID-19 crisis as it
significantly contributes to teachers’ retention.
Boin et al. (2013) point out the importance of leadership and learning that occurs during a
time of crisis. A critical component of this model to this research is the guidance it provides in
the triage process related to teacher retention and the impact of COVID-19. After the crisis, what
to explore first, what type of information to collect, and what aspects to attend are critical in
determining response. During a crisis, historically there has been a rush to judgment in the form
of “winners” and “losers.” “Political inquiries tend to be preoccupied with the unearthing of
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failures, especially those that might explain why the crisis was not prevented in the first place.
When a final verdict emerges, judgment tends to come in the form of a ‘winning narrative’ that
features heroes and culprits” (p. 80). Boin et al. (2013) claim that crisis management is “the sum
of activities aimed at minimizing the impact of a crisis. The impact is measured in terms of
damage to people, critical infrastructure, and public institutions. Effective crisis management
saves lives, protects infrastructure, and restores trust in public institutions” (p. 81). The major
question is “Did those charged with crisis management responsibilities do everything they could
to facilitate an effective response to the crisis at hand?” (p. 80).
In summary, the Social Cognitive Theory provides the foundation of the determinants of
behavior outcomes, which is teacher retention. Teacher retention is influenced by self-efficacy
and environmental factors while Assessment of Leadership in Times of Crisis relates to the dual
crises related to COVID-19 and with a shortage of teachers. Social Cognitive Theory provided a
basis to understand teacher retention behavior in association with working conditions and school
environment, administrative support, and leadership practice. Whereas the Self-Efficacy Theory
helped the author understand how teachers appraised their reality and why some exit and some
do not as a filter to explore their perceptions using survey questions, The Teachers’ Sense of
Efficacy Scale gave insight on how to measure the teacher self-efficacy construct to support
successful teacher retention. For any individual, the causal factors to any behavior are personal,
environment, and behavioral. The Social Cognitive Theory provides the foundation of the
contributing determinants of behavioral outcomes.
Statement of the Problem
As a principal, the difficulty this researcher was seeing watching teachers leave and the
limited number of teachers applying for teaching positions resulted in either ill-equipped teachers
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or no teachers to fill vacancies. Eight percent of teachers leave the profession each year with an
additional 8% shifting schools for a total average turnover rate of 16% per year (Carver-Thomas
& Darling-Hammond, 2017). Although some staff turnover is to be expected and can be
beneficial, too much attrition is detrimental to the school climate and teacher self-efficacy
(Carver-Thomas & Darling-Hammond, 2017). Teacher efficacy is impacted by the teacher’s
view of the influence believe they have with their students, as well as the effectiveness of their
teaching which is related to the other conditions within the building such as collegiality,
administrative support, school climate, and discipline (Hughes, 2012). As a life-long educator
and a recently hired principal, this author has experienced firsthand the time, money, and
experience that walks out the door and the lack of applicants, and the limited experience that our
building has used to replace these teachers. This research intends to answer questions that can be
attributed to this researcher’s lack of experience, attempting to understand why some teachers
leave, and what makes teachers stay in education. As a result of these novice experiences, the
researcher explored the essential questions of what indicators of success may predict if a teacher
stays at their current teaching location. To support successful teacher retention, it was the goal of
this researcher to profile teachers who are staying in the profession by focusing on the areas of a)
working conditions and school climate, b) administrative support and leadership practices, and c)
teacher self-efficacy. An educational leader’s goal is to promote the field of education and
support teacher efficacy while increasing student achievement and retaining quality educators.
Increasing teacher retention is a “win-win” for education, students, and communities.
In a time of COVID-19, it is unknown what impacts a teacher’s decision to remain in the
field and which relational factors within the school environment and culture contribute to teacher
retention. It is not understood what demographic factors impact a teacher’s decision to remain in
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education in relation to COVID-19. Although there are multiple factors impacting teacher
retention, this study focused on understanding teacher retention (i.e., behavior) by exploring
teachers’ personal factors (i.e., self-efficacy) and teacher’s environment (i.e., school climate,
administrative support, and leadership practices). The direct relationship among working
conditions and school climate, administrative support and leadership practices, and teacher selfefficacy has not been studied for causal effect during a teacher shortage during a pandemic. It is
not known how to nurture teacher self-efficacy relating to areas of teacher’s professional growth
and administrator’s intentionality in supporting the school environment and teacher practice after
a pandemic. The relationship between what teachers expect and what administrators intentionally
do to retain teachers in the field of education during a pandemic is not understood. It is
unspecified what aspects do and do not support the school environment and climate,
administrative support and leadership practices, and teacher self-efficacy in an intentional
orchestration to improve teacher retention after a pandemic. It is unknown what the impact of the
teacher shortage and the pandemic will have on teacher retention.
Purpose of the Study
This post-positivist confirmatory correlational study aided in determining teacher
perceptions across grade levels based on correlational research to better understand the reasons
teachers remain in the field of education in an urban North Dakota PK-12+ school district and
that are associated with school climate and culture, administrative support and leadership
practices, and teacher’s self-efficacy. This correlational research study correlated several factors
impacting the teaching practice that were identified by the literature as well as the investigator’s
professional administrative experiences. These factors are a) working conditions and school
climate, b) administrative support and leadership practices, and c) teacher self-efficacy. The
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research authenticated and confirmed current teacher beliefs impacting teacher retention. This
study explored the level of association between various research-based factors that have been
found to impact teacher retention from practicing teachers. This information helped in
determining who is leaving the field of education and what can be done to successfully improve
teacher retention.
Existing literature suggests that when teachers have good working conditions and a positive
climate (Borman & Dowling, 2008; Ladd, 2011) and administrative support and leadership
practices impacting teaching practice and classroom management (Bellibas & Liu, 2017; Boyd,
et al., 2011), it adds to their self-efficacy (Bandura, 1977, 1986; Cansoy & Parlar, 2018; CarverThomas & Darling-Hammond, 2017; Garcia & Weiss, 2019a, 2019b) resulting in teacher
retention. Providing teachers and leadership with teacher-provided feedback proves beneficial to
school leaders as they implement strategies to obtain and retain quality teachers in their district.
As a result of the teacher shortage and the impacts of teacher turnover, the need for intentional
continued recruitment and retention of teachers is a common theme in the literature.
This study aims to identify factors that impact teacher retention in the areas of working
conditions and climate, administrative support and leadership, and teacher self-efficacy during a
pandemic.
Hypotheses and Research Questions
Null Hypothesis
Working conditions and climate; administrative support and leadership practices; and
teacher’s self-efficacy are not associated with teacher retention.
Alternate Hypothesis
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Working conditions and climate; administrative support and leadership practices; and
teacher’s self-efficacy are associated with teacher retention.
Research Questions
1) How do working conditions and school culture (i.e., school size, SES,
standardized test, building cleanliness, available resources, & student
ethnicity) correlate with teacher retention?
2) How do administrative support and leadership practices (i.e., professional
development, discipline, celebrating success, teacher leadership & input)
correlate with teacher retention?
3) How does teacher self-efficacy (i.e., instructional, student motivation,
classroom management, and technology) correlate with teacher retention?
4) How has COVID-19 impacted teacher retention?
5) How do teacher demographic factors (i.e., years of experience, gender,
educational level, ethnicity, grade level, subject/content) impact teacher
retention?
Variables
The following are the variables used in this study along with their operational definitions:
Outcome Variable
o Teacher retention: (outcome variable)
o Constitutive Definition: Teachers who enter the field of education and decide to
leave the teaching profession or those teachers who stay in the teaching profession
(Borman & Dowling, 2008).
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o Operational Definition: Questions on the questionnaire related to this variable
include:
▪

Teacher Questionnaire: T1; T2a; T2b; T2c; T3a; T3b; T3c; T3d; T3e; T4.

▪

Administrator Questionnaire: A1; A2a; A2b; A2c; A2d; A2e; A5; A14.

Predictor Variables:
•

Working conditions and school climate:
o Constitutive Definition: Includes the class and school size, students’ SES, student
ethnicity; physical features of the workplace; organizational characteristics such
as salary, safety (behavior and incident reports); the sociological, political,
psychological, and educational features of the work environment; workload,
facilities, & resources; student cooperation (Hughes, 2012; Johnson, 2006 as cited
in Ladd, 2011).
o Operational definition: Questions on the questionnaire related to this variable
include:
▪

Teacher Questionnaire: T5a; T5b; T5c; T5d; T5e; T5f; T5g; T5h; T5i; T5j;
T5k; T5l; T5m; T5n; T5o; T5p; T5q.

▪

Administrator Questionnaire: Aa6; A6b; A6c; A6d; A6e; A6f; A6g; A6h;
A6i; A6j; A6k; A6l; A6m; A6n; A6o; A6p; A6q.

•

Administrative support and leadership practices:
o Constitutive Definition: The extent to which principals and other school leaders
make teachers’ work easier and help them to improve their teaching (Boyd et al.,
2011). This includes the following: support with behavior and discipline (Borman
et al., 2008; Heuckmann et al., 2018; Kersaint et al., 2007), staff collegiality
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(Brown & Wynn, 2009), recognition of effort (Holmes et al., 2019), input in
decision-making (Borman et al., 2008), professional development (Brown &
Wynn, 2009; Holmes et al., 2019; Ladd, 2011) and evaluation (Cohen et al., 2009;
Holmes et al., 2019; Ladd, 2011).
o Operational definition: Questions on the questionnaire related to this variable
include:
▪

Teacher Questionnaire: T6a; T6b; T6c; T6d; T6e; T6f; T6g; T6h; T6i; T6j;
T6k; T6l; T6m; T6n; T6o; T6p; T6q; T6r; T12a; T12b; T12c; T12d; T12e;
T17.

▪

Administrator Questionnaire: A7a; A7b; A7d; A7e; A7f; A7g; A7h; A7i;
A7j; A7k; A7l; A7m; A7n; A7o; A7p; A7q; A7r; A12a; A12b; A12c;
A12d; A12e.

•

Teacher Self-Efficacy
o Constitutive Definition: Teacher self-efficacy is what people believe about their
ability to perform (Bandura, 2009). Factors that influence a teacher’s performance
include: implementation of professional development, participation in
professional learning communities, social-emotional learning (SEL) in the
classroom, personal social-emotional well-being, classroom management, traumainformed practices, time planning lessons, work time outside of school day,
cultural competence, job satisfaction, collegiality, common building outcomes
and goals, differentiation for individual student needs, ability to self-care, coping
with changes & challenges, commitment to personal/family needs, commitment to
the district, class size, and salary.

FACTORS OF TEACHER RETENTION SUCCESS

35

o Operational definition: Questions on the questionnaire related to this variable
include:
▪

Teacher Questionnaire:T8a; T8b; T8c; T8d; T8e; T8f; T8g; T8h; T8i; T8j;
T8k; T8l.

▪

Administrator Questionnaire: No questions addressed teacher selfefficacy.

Mediator Variable:
•

COVID-19: A virus causing a pandemic which disrupted to education by
having students and staff confined to their home for months. When people
become affected, their household and other close contacts (exposure of
more than 15 minutes unmasked) must quarantine at home for up to 21
days as a close contact and 10 days if you were infected. The fluidity of
the virus changes quickly and decreases interactions among people.
During COVID-19, teachers were to provide instruction through virtual
platforms. Administrators were to respond and communicate information
to teachers. Many educators were teaching while managing their own
families. The added stress of managing a quickly changing schedule along
with family and professional life has proved stressful to some.

•

Operational definition: Questions on the questionnaire related to this
variable include:
o Teacher Questionnaire: T13a; T13b; T13c; T13d; T13e; T13f;
T17a; T17b; T17c; T17d.
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o Administrator Questionnaire: A11a; A11b; A11c; A11d; A11e;
A11f.
Moderator Variables:
Questions on the questionnaire related to each of these variables include items:
a) Gender
a. Teacher Questionnaire: T18.
b. Administrator Questionnaire: A15.
b) Age
a. Teacher Questionnaire: T15.
b. Administrator Questionnaire:A16.
c) Years of teaching experience
a. Teacher Questionnaire: T9.
b. Administrator Questionnaire: A18.
d) Years of administrative experience
a. Administrator Questionnaire:A19.
e) The number of buildings taught.
a. Teacher Questionnaire: T10; T11.
b. Administrator Questionnaire: A8; A9.
f) Level of a post-secondary degree or professional development
a. Teacher Questionnaire: T16.
b. Administrator Questionnaire: A10.
g) Adequate compensation
a. Teacher Questionnaire:T19.
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b. Administrator Questionnaire: Not included in Administrator
questionnaire.
h) Level of position
a. Teacher Questionnaire: T14.
b. Administrator Questionnaire: A13.
i) Content area
a. Teacher Questionnaire:T7.
j) Length of administrator contract
a. Administrator Questionnaire: A17.
Two questionnaires used for data collection purposes. The first questionnaire collected
data from practicing teachers regarding teacher retention, school climate and working conditions;
administrative support and leadership practices; teacher self-efficacy, and COVID-19. The
alignment of the questions to each area of influence are discussed in Chapter 3 while the
questionnaire can be found in Appendix E. The second questionnaire, Teacher Retention
Questionnaire for Administrators, can be found in Appendix F. The second questionnaire
collected data from currently practicing educational administrators (i.e., principals) on
administrator’s impression of the school’s teacher retention, working conditions and climate, and
COVID-19 while self-reporting on their administrative support and leadership practices.
Administrators did not provide information regarding teacher self-efficacy.
Significance of the Study
Without looking into how to recruit and retain educators, the outlook for public education
is grim (Carver-Thomas & Darling-Hammond, 2017; Garcia & Weiss, 2019a, 2019b; Sutcher et
al., 2019). The shortage of teachers hurts students, teachers, and the public education system
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(Boyd et al., 2011; Carver-Smith & Darling-Hammond, 2017; Garcia & Weiss, 2019a, 2019b;
Smith & Ingersoll, 2004). Lack of teachers negatively impacts students’ ability to learn and
reduces teachers’ effectiveness. Teacher turnover impacts the economic resources that could be
better used elsewhere. In addition, the lack of teachers makes it difficult to build the credibility
of the teaching profession. The fact that the shortage is unevenly distributed among schools that
have different socioeconomic backgrounds impacts the equitability among the education of all
children (Garcia & Weiss, 2019b). There are multiple causes, as well as impacting factors, that
contribute, negatively and positively, to the teacher shortage. It is the goal of this study to add
literature to positively impact teacher retention by determining which environmental and
humanistic factors support teacher retention.
Garcia and Weiss (2019a) “acknowledge that the teacher shortage is the result of multiple
and interdependent drivers, all working simultaneously to cause the imbalance between the
number of new teachers needed (demand) and the number of individuals available to be hired
(supply)” (p. 11). The goal of this study is to explore factors and to better understand teacher and
administrative perceptions to increase the number of educators retained within the field of
education. Considering COVID-19, teacher retention has become increasingly more difficult and
important to support our students who need assistance “closing the gap,” as well as supporting
our teachers, who have additional stress at home and school.
Research Ethics
Permission and Institutional Review Board Approval
To conduct this study, the researcher has received Minnesota State University
Moorhead’s Institutional Review Board (IRB) approval to ensure the ethical conduct of research
involving human subjects (Mills & Gay, 2019). Likewise, authorization to conduct this study
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was submitted for approval from the school district (or districts) where the research project took
place (See Appendix A, B, C, and D).
Informed Consent
Protection of human subjects participating in research were assured. Participants were
aware that this study was conducted as part of the researcher’s Educational Doctoral Degree
Program and that it would be shared with district administration with the possibility to help
inform teaching and leadership practice. Informed consent means that the participants have been
fully advised of the purpose and procedures of the study for which consent was sought and that
participants understand and agree, in writing, to participating in the study (Rothstein & Johnson,
2014). (See Appendix B “Consent” and informed consent included in the instruments in
Appendix E and Appendix F).
Confidentiality was protected using pseudonyms (e.g., Participant 1) without the
utilization of any identifying information. The choice to participate or withdraw at any time was
outlined both, verbally and in writing.
Limitations
Correlational research contains many limitations. These limitations include: 1) ensuring
that questions are clear and not misleading; 2) encouraging respondents to respond to the
questionnaire; 3) encouraging the respondents to answer the questions thoughtfully and honestly;
4) receiving an adequate number of questionnaires returned so that meaningful analysis of the
data can be made (Briggs et. al., 2012). Additionally, self-disclosed data are influenced by many
factors, such as subject characteristics, location, instrument decay, data collection, testing, and
mortality and is always subject to respondent’s personal bias (Fraenkel et al., 2019).

FACTORS OF TEACHER RETENTION SUCCESS

40

This investigator would be remiss if they did not acknowledge their current position as an
elementary school principal. Some participants were teachers with whom they work. The
delimitation at this point was teachers within the Fargo Public School system. Additionally, the
pandemic of COVID-19 was also a limiting factor as many staff members have personal and
professional obligations that have stretched their abilities and the stress put on them.
Conclusion
There is a shortage of teachers and there are codependent influences that weigh in on a
teacher’s decision to leave their current location or stay. Some causes are intrinsic, and others are
extrinsic, humanistic, or environmental. The question remains: why are teachers staying in the
field of education and if they are not staying, what can be done to support them, so they stay in
the field of education? The next chapter presents the literature review which describes factors in
education that impact a teacher’s decision to stay in the field of education.
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CHAPTER 2: LITERATURE REVIEW
When reviewing the trends in teacher attrition, one must examine what makes a teacher
want to stay in education and the reasons that teachers may leave education. To better understand
this problem, of teachers staying, the studies reviewed for this dissertation examine the areas of
working conditions and climate, administrator support and leadership practices, and teacher
efficacy, and the impact these factors have on teacher retention while considering the most recent
negative factor in teacher retention-the impacts of COVID-19. This chapter begins with a
historical review of education, staffing practices, changes in demographics in education, and
teacher retention in the U.S. It proceeds with a more in-depth review of the literature associating
three areas to be reviewed in this study found to impact teacher retention, which includes: 1)
school environment and climate, 2) administrative support and leadership practices, and 3)
teacher self-efficacy. The chapter concludes with a detailed description of this study's theoretical
framework.
Historical Review of Education
Throughout history, the federal government has passed laws and initiatives intended to
support education. This author summarizes laws, initiatives, and mandates to explain the impact
they have and how they continue to impact students, staff, and school environments.
No Child Left Behind
In 2001, President George W. Bush signed into legislation the No Child Left Behind
(NCLB) Act (Chen, 2020; Nocella et al., 2014). The intent was to “close the achievement gap”
and to improve performance for all children. This law held all stakeholders accountable to show
adequate yearly progress (AYP) to a level of “proficient” for all students based on the progress
students made yearly on standardized tests (Chen, 2020; Nocella II et al., 2014). The level of the
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number of students who performed at the “proficient” level increased annually. Schools that
failed to make progress could face targeted assistance for improvement, corrective action, and/or
school restructuring (Nocella II et al., 2014). As the expectations for increased numbers of
students to be considered “proficient” rose annually, the number of failing schools increased, as
did a teacher exodus out of low-performing schools. Although this law required specific
outcomes, there were no mandates equalizing resources, thus making equitable outcomes
questionable (Abu-Jamal as cited in Nocella II et al., 2014, Chapter 11).
At the time, there were added benefits for schools placing students in special education
for support. For students in special education, No Child Left Behind (NCLB) legislation
diminished their outcomes due to a lack of accountability toward progress (Chen, 2020; Nocella
II et al., 2014; OCR Editor, 2009). Comparatively, referrals to special education increased for
non-White students in disproportionate numbers compared to the percentage of enrollment of
non-White students. The non-White students were being found eligible in greater number and
higher proportionate rates than Whites, particularly areas where eligibly criteria were subjective
which include emotional disturbance, non-categorical delay, specific learning disabilities, and
other health impairments (Chen, 2020; Nocella II et al., 2014; OCR Editor, 2009). The benefit of
the special education services was weighed down by districts including an unfunded mandate of
interventions (Multi-Tiered Systems of Support [MTSS]) to be implemented by schools (Leko et
al., 2015). An influx of administrators understood the benefit of finding students eligible for
special education was not only providing students remedial support but additionally allowed
schools to exclude students with identified disabilities in high stakes testing, thus elevating their
building and district scores (Leko et al., 2015; OCR Editor, 2009).
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The outcome of NCLB was to provide classroom teachers with training and interventions
(Chen, 2020) to implement specialized and differentiated instruction within the classroom.
However, the average class size, diverse academic and behavioral needs within each classroom,
makes this a difficult mission to manage (Boyd et al., 2011; Darling-Hammond & Sykes, 2003;
Grissom, 2011; Grissom et al., 2019; OCR Editor, 2009). Special education appeared to be the
panacea for students receiving MTSS while continuing to provide services to students with
disabilities.
Every Student Succeeds Act
In 2015, the Every Student Succeeds Act (ESSA) was signed by President Barack Obama
and took over where the Elementary and Secondary Education Act (ESEA) had left off with
significant modifications (Every Student Succeeds Act (ESSA), 2017). NCLB had been difficult
for districts to monitor their transformation. As a result, ESSA provided states and local districts
the opportunity to write and monitor their reform as a district and as a state. Supporting and
evaluating teacher and school administrator effectiveness was put into law, however, it did not
link their performance to student achievement. ESSA permitted states to have the flexibility for
developing achievement tests and focusing on student growth rather than having all students
proficient by 2014 (Every Student Succeeds Act (ESSA) Overview, 2017). Focus shifted from a
federal level of accountability to a state-level of accountability in the following areas: student
achievement (e.g., reading and math, graduation rates, English Learner proficiency); school
accountability; and early intervention, such as preschool (Every Student Succeeds Act (ESSA)
Overview, 2017).
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Legislation
Disadvantaged students continue to be placed in special education, attend schools with
lower-quality teachers (higher incidents of teachers who have obtained a teaching certificate via
alternative means), and/or have teachers and administrators with the least number of years of
experience (Boyd et al., 2011; Darling-Hammond & Sykes, 2003; Grissom, 2011; Nocella II et
al., 2014). While the legislation appears to improve individual student outcomes, the impact and
data do not support the progress as a system, state, district, nor the primary goal to support
individual student’s progress (Darling-Hammond & Sykes, 2003; Grissom, 2011; Nocella II et
al., 2014). Although education continues to be provided to all students, there are others (e.g.,
educators, legislators) trying to find loop poles to work around the accountability placing the
system (school and or district) above any individual growth (Nocella II et al., 2014). For the past
10 years, scholars have been studying student achievement, cultures, sexes, socioeconomic
differences that cause people to learn differently (Adams & Meiners as cited in Nocella II et al.,
2014, Chapter 9; Grissom, 2011; Grissom et al., 2019). As a result of the expectations placed on
schools, students are being placed in segregated settings with inexperienced young teachers and
less experienced administrators who do not understand cultures (Boyd et al., 2011; DarlingHammond & Sykes, 2003; Grissom, 2011; Nocella II et al., 2014). It begs to ask: What changes
have positively impacted the primary resource in schools which is the teachers, how they teach,
and the materials they used to instruct all students? Could it be that we have the question wrong?
Instead of asking how we ensure that students are achieving and learning, what if we asked what
have we provided teachers to be able to do so, and as a result do students make progress?
Authorized initiatives in the form of laws and directives have not improved students’
outcomes nor do they address the needs of the teachers. Laws have been reactionary toward
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segregation of students by ability and socioeconomic status, while not supportive of the needs of
teachers to support those students.
Traditionally, our country’s laws have segregated, excluded, and provided diminished
educational opportunities to disadvantaged students while providing limited or no funding or
accountability. Although at first, the mandates appeared to be beneficial to disadvantaged
students and educators with well-intended results, the results are overshadowed with tactics by
state and local officials that continue to suppress and exclude those needing the most assistance
(Boyd et al., 2011; Carver-Thomas & Darling-Hammond, 2017; Darling-Hammond & Sykes,
2003; Grissom, 2011; Leko et al., 2015; Nocella II et al., 2014; OCR Editor, 2009). Each of the
above rulings required increasing student outcomes. Without accountability and
acknowledgment for the needs of our most needy students, it is difficult to support educators to
stay in the teaching profession much less meet the needs of the students they serve. Educators are
leaving the field of education due to poor working conditions, lack of administrative support, and
self-efficacy because of intertwined federal policies and mandates.
If past practice indicates future growth, as a society, our educational system cannot
improve without significant accountability practices for ALL students and supporting practices
and legislation supporting educators to meet the needs of our students.
Over the past 50 years, our nation has attempted to make our schools safer, through
Regan’s War on Drugs (1980); Gun-Free Act/Zero Tolerance (1994); Safe Schools Act (1994).
However, there has not been a direct correlation between zero-tolerance policies and fewer
disciplinary infractions nor reductions in repeat offenders (Nocella II et al., 2014).
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Weighing the Outcomes
Given the history of legislation, the mark to maintain mediocrity and White fragility
prevail. Disadvantaged students continue to be placed in special education, attend schools with
lower-quality teachers (higher incidents of teachers who have obtained a teaching certificate via
alternative means), and/or have teachers and administrators with the least number of years of
experience (Boyd et al., 2011; Darling-Hammond & Sykes, 2003; Grissom, 2011; Nocella II et
al., 2014). While the legislation appears to improve individual student outcomes, the impact and
data do not support the progress as a system, state, nor district, nor does it support the primary
goal of individual student’s progress (Darling-Hammond & Sykes, 2003; Grissom, 2011;
Nocella II et al., 2014). An outcome of these high-expectations placed on schools allows for
teachers to select to move to higher-performing schools, in higher-income areas or leave teaching
altogether students are being placed in segregated settings with inexperienced young teachers
and less experienced administrators who do not understand cultures (Boyd et al., 2011; DarlingHammond & Sykes, 2003; Grissom, 2011; Nocella II et al., 2014). It begs to ask: What changes
have positively impacted the primary resource in schools which is the teachers, how they teach,
and the materials they used to instruct all students? Could it be that we have the question wrong?
Instead of asking how we ensure that students are achieving and learning, what if we asked what
have we provided teachers to be able to do so, and as a result do students make progress?
The history of education which includes the laws, mandates, and court cases all endorse
equitable education for all students. However, the data and implementation of these practices
repeatedly confirm a system that excludes students based on disability, race, and socioeconomic
status. Lack of understanding of students’ needs and abilities perpetuates a lack of teacher
preparation, lack of teachers’ continued learning and supports, and diminished teacher retention.
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Though the federal government continues to pass educational laws and initiatives,
historically, these laws, mandates, and policies have not improved students’ outcomes nor
address the needs of the teachers. Laws have been reactionary toward segregation of students by
ability and socioeconomic status, while not supportive of the needs of teachers to support those
students.
Throughout our country’s history, laws have segregated, excluded, and provided
diminished educational opportunities to disadvantaged students while providing no (or limited)
funding or accountability. Although at first, the mandates appeared to be beneficial to
disadvantaged students and educators with well-intended results, the results are overshadowed
with tactics by state and local officials that continue to suppress and exclude those needing the
most assistance (Boyd et al., 2011; Carver-Thomas & Darling-Hammond, 2017; DarlingHammond & Sykes, 2003; Grissom, 2011; Leko et al., 2015; Nocella II et al., 2014; OCR Editor,
2009). Without accountability and acknowledgment for the requisites for our most at-risk
students, it is difficult to support educators to stay in the teaching profession much less meet the
needs of the students they serve. Educators are leaving the field of education due to poor
working conditions, lack of administrative support, and self-efficacy because of intertwined
policies and mandates at the state and federal levels.
If past practice indicates future growth, as a society, our educational system cannot
improve without significant accountability practices for all students and supporting practices and
legislation supporting educators to meet the needs of our students. To accomplish this, we must
begin with having qualified teachers who remain in the profession.
“Only when we understand the factors that contribute to the growing shortage of highquality teachers can we design policy interventions and better guide institutional decisions to
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find the ‘missing’ teachers” (Garcia & Weiss, 2019a, p. 11). The educational system is in crisis.
Many factors are impacting the system. These issues affect our students, our educators, and our
communities.
According to the National Center for Education Statistics in the fall of 2020, there were
56.4 million students predicted to attend elementary, middle, and high schools across the United
States. Public schools educated 50.7 million of these students while private schools have the
remaining 5.7 million students, an increase of 1% from 2017 from 50.7 million students to 51.1
million students. During this period, North Dakota was experiencing an “oil boom” and student
enrollment increased 16%, which was the highest in the nation. As a comparison, in 1985, the
National Center for Educational Statistics reported that 39.4 million students would attend public
school, an increase of 11.3 million students. In 2019, there were 3.0 million teachers in the U.S.
This was a decrease of 5 million teachers. The increase of students in public schools went from
47.2 million in 2000 to 50.7 million in 2017 and is projected to reach 51.1 million by the year
2029.
As a principal, this researcher has had the first-hand experience with the impact that
federal and state guidelines have added to schools impacting compliance and hiring and retaining
highly qualified teachers. Turnover among staff in my building has been challenged by a range
of factors causing the leadership to make decisions on the already limited resources and thus
impacting student achievement. The anticipated outcome is one of guidance on how to support
teachers to stay in education by adjusting components to support better working conditions and
school climate, discover what administrative supports and leadership practices to support
teachers, and what skills teachers need to feel confident in their teaching practice. This
confirmatory study was a replication of previous bodies of research by proving a wholistic study

FACTORS OF TEACHER RETENTION SUCCESS

49

by surveying teachers and administration using several variables related to teacher retention.
Although numerous factors impact teacher retention, this study focused on 1) working conditions
and climate, 2) administrative support and leadership practices, and 3) teacher self-efficacy.
Methods for Searching the Literature
Several methods were used to search the literature were used during the research process.
MSUM’s Livingston Lord Library and Google Scholar were used to access much of the literature
related to this study. In the beginning, the search was with the use of terms such as “teacher
retention.” Once studies were found, there were common threads in those studies which lead to
other descriptors related to teacher retention such as “working conditions”, “self-efficacy/teacher
efficacy”, and “mentoring.” As the search continued, the result was a larger number of topics
related to “teacher retention” which became too broad. At that point, the researcher began to
narrow their focus to the primary areas that the literature indicated as the largest impacting factor
in teacher retention: working conditions and self-efficacy. As a principal in a Midwestern urban
school, the final area for this study administrative support and leadership practice was selected
because of the reason this topic was selected from the start. Only peer-reviewed research journals
were considered. Databases that were accessed included Google Scholar, EBSCO, JTOR, PSU,
and Research Gate. On occasion, some articles were unavailable online. A request of the
Livingston Lord Library at MSUM was made, and they provided the document at no cost.
To organize the literature, a color-coding system was developed as the studies were read.
A note was also placed in the same color at the top of the study to indicate which of the three
areas were addressed in the article (working conditions and climate, administrative support and
leadership practices, and teacher self-efficacy.

FACTORS OF TEACHER RETENTION SUCCESS

50

Teacher Shortage
The teacher shortage is distributed unevenly across the nation and among districts,
particularly when the type of teaching credential is factored in the calculation (Garcia & Weiss,
2019a). Teachers who have stronger qualifications are more likely to remain in the profession.
Schools with lower socioeconomic status are hit the hardest when it comes to hiring and
retaining teachers (Garcia & Weiss, 2019a, 2019b; Sutcher et al., 2019). Among socioeconomic
backgrounds, the U.S. education system is challenged with providing a sound education to all
students, has not been making the mark (Garcia & Weiss, 2019a, 2019b).
Many factors contribute to the teacher shortages in low socioeconomic areas. Beginning
teachers who begin their careers in low socioeconomic areas, do not stay in teaching or often
transfer to more suburban schools where the socioeconomic rates are higher. Veteran teachers
generally are not teaching in these schools, as they opt to move to districts that pay more and
have higher-performing students. Areas where there is extreme poverty and/or cultural diversity
detour people from going into education or leaving the field of education (Carver-Thomas &
Darling-Hammond, 2017). Factors influencing teacher retention include administrator’s efficacy
and practices; school climate and culture; district policy; district and school procedures; and type
of teacher preparation and supports (e.g., teacher preparation program (alternative vs. traditional)
(Elliott et al., 2010; Weinberger & Donitsa-Schmidt, 2016), induction programs (Smith &
Ingersoll, 2004; Sutcher et al., 2019; Weinberger & Donitsa-Schmidt, 2016), professional
development (Bellibas & Liu, 2017; Gaikhorst et al., 2015; Garcia & Weiss, 2019a; Jacob et al.,
2015; Ladd, 2011; Robinson, 2016); and practices among special populations (e.g., cultural
diversity) (Berry, 2008; Smith & Smith, 2006; Sohn, 2009; Weinberger & Donitsa-Schmidt,
2016), and special education (Adera & Bullock, 2010; Leko et al., 2015; Levin et al., 2020)).
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Adding to the teacher shortage is the need for additional teachers in the areas where additional
staffing in hard to fill areas such as English Learners, math, science, and special education
(Elliott et al., 2010; Garcia & Weiss, 2019a; Pas et al., 2012; Smith & Ingersoll, 2004;
Weinberger & Donitsa-Schmidt, 2016), which are obligatory by federal and state mandates,
many of which go unfilled (Garcia & Weiss, 2019a; Garcia & Weiss, 2019b). These mandates
are to increase funding for high-poverty schools where teacher shortages are prevalent at a time
when teacher salaries remain low in comparison to other college-educated professionals, causing
low job satisfaction, and increased stress enabling the lowest students to receive more supports
and resources (Ladd, 2011; Newberry & Allsop, 2017; Perrachione et al., 2008). When there is a
shortage of teachers, staffing of low-income and high poverty schools becomes more difficult, as
teachers in these buildings move out of these schools to “better” and higher-performing schools
rather than stay, causing the least experienced teacher being hired to teach the highest need
students (Barnes et al., 2007; Garcia & Weiss, 2019b; Levin et al., 2020).
In addition, a reduction in students enrolling in post-secondary teacher education
programs has had an impact on filling positions (Elliott et al., 2010; Garcia & Weiss, 2019a; Pas
et al., 2012; Smith & Ingersoll, 2004; Weinberger & Donitsa-Schmidt, 2016). Local staffing is
impacted by class size, course offerings, and federal and state mandates. Due to the lack of
candidates in “hard to fill areas”, many positions remain vacant, particularly in rural regions,
areas of low socioeconomic, and high diversity (Garcia & Weiss, 2019a, 2019b). Federal
mandates are to increase funding for high-poverty schools where teacher shortages are more
prevalent at a time when teacher salaries remain low, causing low job satisfaction, and increased
stress enabling the lowest students to receive more supports and resources (Ladd, 2011;
Newberry & Allsop, 2017; Perrachione et al., 2008).
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Teacher Retention
Garcia & Weiss’ (2019b) report states the magnitude of the teacher shortage and working
conditions that contribute to the teacher shortage. High poverty schools suffer the most in
numbers of traditionally credentialed teachers. The number of schools that could not fill a
vacancy nearly tripled from 2011-12 to 2015-16 by increasing from 3.1 to 9.4%. In the same
period, the share of schools that found it difficult to fill a vacancy nearly doubled from 19.7 to
36.2%. A reduced pool of applicants as well as an increased number of educators needing to be
hired, because of teacher retirements, teachers leaving the profession, increase in programs and
courses offered, shortage of teachers for specific content areas (e.g., math, science, English
learners, and special education) and specific demographic areas (e.g., rural, low socio-economic
areas, schools that high populations for non-white) that are difficult to fill compounded the
teacher shortage.
From 2008-09 and to 2015-16 school years, there was a 15.4% drop in the number of
education degrees awarded and a 27.4% drop in the number of people who completed a teacher
preparation program (Garcia & Weiss, 2019a). High numbers of teachers are leaving (13.8%)
their school or leaving teaching altogether. During the 2017-18 school year, the teacher shortage
resulted in 110,000 vacant teaching positions for the 50.7 million students across the United
States. Teacher shortages result in larger class sizes, lack of supports and interventions, and lack
of specific course offerings. The National Center for Education Statistics indicates that in the
2015-16 school year, 18% (676,0000 people) of public-school teachers obtained a teaching
license using alternate or non-traditional methods.
The terminology related to teacher retention can include “teacher turnover”, “teacher
shortage”, and “retention.” These terms address the phenomenon of teacher retention but from

FACTORS OF TEACHER RETENTION SUCCESS

53

different lenses. “Teacher shortage” is the most universal term which considers the number of
teachers lacking for the number of openings posted. “Teacher turnover” means that teachers
come and leave a specific location. While teachers may move schools within the same district or
move to a different district, the turnover occurs within the building where the vacancy occurs. In
some research, these are known as the “movers.” The benefit of “teacher turnover” is that the
teacher continues to teach albeit in a different location. “Teacher retention” is what districts and
school administrators intentionally (or unintentionally) do to engage teachers to promote the idea
of staying in the field of education. Research also refers to this population as the “stayers.”
Strategies that encourage retention vary by building and location and may include professional
development, support from administration, school environment, how involved teachers are in
problem-solving and leadership. “Teacher attrition” is when teachers leave teaching altogether.
Research refers to these as the “leavers.” These openings are areas that are not able to be filled
either due to a teacher leaving and not finding a qualified person to fill the opening or a posted
opening for a new position that is not able to be filled due to a lack of qualified people.
Factors for Teacher Retention
Working Conditions and School Climate
School climate is the “heart and soul” of education (Freiberg, 1999, p.11). The higher the
teacher turnover rate, the greater the number of resources needed to support and train the newly
hired staff contribute to high attrition and low student achievement. Many of the characteristics
that teachers take with when they leave a school or district include training and experience, along
with school climate and culture knowledge, which are irreplaceable. The estimated cost of
replacing one teacher who leaves a school is between $8,000 upward to $21,000 which includes
the costs related to hiring and training (Carver-Thomas & Darling-Hammond, 2017; Garcia &
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Weiss, 2019a, 2019b; Steinger and Woo, 2021). When teachers leave, existing staff and students
experience loss of the resources that could have been committed to other initiatives, including
student and teacher supports, as these resources are now reallocated to support and train newly
hired teachers. In addition, the current teacher shortage makes it difficult to build a reputation for
teaching and to professionalize it which contributes to perpetuating the shortage (Barnes et al.,
2007; Borman & Dowling, 2008; Garcia & Weiss, 2019a; Grissom et al., 2019). The lack of
qualified teachers and staff flux threaten students’ ability to learn and diminishes teachers’
effectiveness (Guarino et al., 2006; Jackson, 2012; Torres, 2016). Therefore, determining why
teachers leave and why they stay in their current teaching position provides schools a way to
mitigate the loss of teachers. The anticipated outcome of this research is to determine what
factors impact teacher’s decisions regarding staying or leaving a location addressing the “teacher
turnover” and “teacher retention” rates.
Eight percent of teachers retire each year and eight percent shift schools (Carver-Thomas
& Darling-Hammond, 2017). Of the 16% turnover, 14% was involuntary turnover (e.g., budget
cuts, declining enrollment, school closures, and forced school transfers); 18% retirement; 37%
voluntary movers and 30% voluntary, leavers (pre-retirement) (Carver-Thomas & DarlingHammond, 2017). Fifty-five percent of those leaving teaching and 66% for those moving listed
“teacher dissatisfaction” as the most common reason teachers leave the field of teaching (CarverThomas & Darling-Hammond, 2017). Teachers are most dissatisfied with testing and
accountability (25%), followed by dissatisfaction with school administration (21%), and
unhappiness over their career in teaching (21%) (Carver-Thomas & Darling-Hammond, 2017).
As a result of COVID-19, RAND Corporation determined that the percentage of teachers who
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were considering leaving the field has risen to 23% which is a 7% increase (Steinger & Woo,
2021).
Working conditions and school climate are the parts of an environment that are most
varied because they are made up of the interactions among the people within the school as well
as the safety, school environment, violence prevention, and the building’s physical environment
and condition. These factors when considered jointly or separately affect teachers’ sense of job
satisfaction (Boyd et al., 2011; Cohen et al., 2009; Collie et al., 2012).
The research provides further options which positively influence teacher retention, such
as retention bonuses, increased mentoring, coaching, increased collegiality, emotional support,
reduced student load, and time for collaborative planning (Weinberger & Donitsa-Schmidt,
2016). In addition, recognition of teachers and support for teachers boosts teachers’ job
satisfaction, thus having them more apt to stay in the field (Boyd et al., 2011; Brown & Wynn,
2009).
Similarly, Collie, Shapka, and Perry (2012) investigated the school climate and socialemotional learning (SEL) when predicting teacher stress, job satisfaction, and teaching efficacy.
The results indicate that teachers’ perceptions of school climate and SEL have implications for
practical use as well as research. Of the two SEL beliefs examined, teachers’ comfort level in the
implementation of SEL had the most influential effect. Other school climate factors that
impacted teacher efficacy included teachers’ perception of student motivation while behavior
had the dominant control over teachers’ stress levels, teaching efficacy, and job satisfaction.
Students’ negative behavior was positively correlated to teachers’ negative self-efficacy and low
job satisfaction.
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Addressing the needs of the students and educators is a balance worthy of exploring.
Districts should explore which combinations of researched-based strategies and supports
positively impact student achievement and increase teacher retention (Boyd et al., 2011; DarlingHammond & Sykes, 2003; Grissom et al., 2019). According to the literature, many factors are
triggering the phenomenon of teacher retention. Educators are leaving the field of education due
to poor working conditions and school climate (e.g., dissatisfaction with job assignment, large
class sizes, facilities, classroom resources and materials, and school safety) (Berry, 2008;
Borman & Dowling, 2008; Boyd et al., 2011; Carver-Thomas & Darling-Hammond, 2017;
Garcia & Weiss, 2019a, 2019b; Grissom, 2011; Heuckmann et al., 2018; Ladd, 2011; Newberry
& Allsop, 2017); lack of administrative support (e.g., lack of strong vision, not acknowledging
teacher’s or the building’s success, not allowing teacher input in decision-making, and not
fostering leadership roles within building level teachers) (Cansoy et al., 2017, Carver-Thomas &
Darling-Hammond, 2017; Heuckmann et al., 2018; Kersaint et al., 2007; Nguyen, 2018; Sutcher
et al., 2019); and teacher self-efficacy (Bellibas & Liu, 2017; Cansoy & Parlar, 2018; Collie et
al., 2012; Duyar et al., 2013; Elliott et al., 2010; Gaikhorst et al., 2015; Grayson & Alvarez,
2008; Pas et al., 2012; Skaalvik & Skaalvik, 2011; Yost et al., 2019). COVID-19 has intensified
the impact of all these factors. In addition, many other worries have been added. Teachers are
stressed and concerned for their safety or the well-being of family members which has placed
added stress upon them. While other teachers are feeling the lack of progress of some of their
students or the frustration of not being able to connect with them due to current learning
platforms or for lack of technology or access to the internet due to virtual learning. Many
teachers who know intimate details about their students and their families worry about their
student’s well-being and their ability to have meals. Not to mention those students who were
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struggling before COVID-19, who are that much further behind or not able to get the mental
health or other related services provided at school, teachers worry about them as well. Not
knowing when the students would be back in the building or when they would have to go home
to quarantine lead to many changes and challenges in which teachers struggled. These
circumstances lead to stress and the need to allow for the teachers to self-care.
Other studies (Barnes et al., 2007; Loeb et al., 2005; Grissom et al., 2019; Karp, 2014)
have found that teachers leave schools that have students who have low-achievement rates, lowincome, and high numbers of minority students for schools that are higher achieving, more
economically advantaged, and less diverse. A study by Loeb, Darling-Hammond, and Luczak
(2005) discovered that improving working conditions positively correlated with teacher
retention. When improvements are made to working conditions as well as salary, the potential
exists for schools to retain teachers regardless of specific students’ demographics. Wynn et al.
(2007) also found when improvements are made to working conditions, such as
resources/material, high teacher turnover, appropriate classroom space, adequate facilities,
common planning and collaboration, class size, and administrative support as well as salary, the
potential exists for schools to retain teachers regardless of specific students’ demographics.
Another study conducted by Urick (2015) found a correlation between shared
instructional leadership and teacher attrition. Teachers who felt they were able to contribute to
school improvements and a positive environment intended to stay. The researchers go on to
speculate that specific school, teacher, and principal characteristics with similar views of school
leadership tend to migrate toward those who are like themselves.
School Characteristics. Factors such as lighting, the temperature of the room, space, and
age of the building have impacted teacher retention by contributing to teacher self-efficacy.
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Providing a working environment that is conducive to teaching provides students and teachers a
productive environment which also adds to the teacher’s self-efficacy (Collie et al., 2012). Cohen
et al. (2009) indicate there are four components of school climate which include, physical and
social-emotional safety, quality teaching and learning, relationships and collaboration, and the
physical environment.
Hughes (2012) found that salary, parent involvement, working conditions, and poor
student motivation are impacting school factors that influence their decision to stay or leave a
school setting. Some of the reasons teachers cited as leaving poor schools were inadequate
facilities as well as resources (Borman & Dowling, 2008; Wynn et al., 2007). The other
environmental factors teachers shared as an integral part of the school environment were
appropriate space, availability of necessary materials, common planning time, scheduled
collaboration time, class size, availability of supplies, behavior plans, administrative support, and
professional collegiality (Wynn et al., 2007). Wynn listed, in order, the factors that first- and
second-year teachers contemplate leaving education. These include salary (82%), disruptive
students (58%), administrative support (43%), lack of parent involvement (42%), lack of
professional respect (31%), personal reasons (30%), and lack of collegiality (19%) .
Mentoring and Induction Programs. New teacher induction programs in schools have
been found to support new teachers in building their efficacy, through the support of veteran
teachers and scaffolding of support (Weinberger & Donitsa-Schmidt, 2016). These programs
provide veteran mentors and/or additional training and support for teachers who are new to
education. Some schools have taken it a step further by mentoring teachers new to the district to
help with the transition and nuances of the new district. Districts who have induction programs
with a mentor in a similar field had reduced turnover by 30% (with a 90% level of confidence
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level), but just 18% when the mentor was from an outside field a person in the same field (Smith
& Ingersoll, 2004). The minimal impact was found between mentoring and whether a teacher
would change schools at the end of the school year (Smith & Ingersoll, 2004).
Student Factors. According to Adera and Bullock (2010), Elliott et al. (2010), Leko
(2015), and Levin (2020), special populations are difficult for new teachers, negatively impact
teacher job satisfaction, and decrease their desire to stay with a group of students, such as special
education (particularly students with emotional/behavior disturbance) and English as a Second
Language. Teachers who work with these populations require specialized support specific to the
area they are working in, including additional and specialized training for working with these
specific populations.
Research on teachers who teach in a racially diverse setting along with racially diverse
teachers has become a topic that is highly researched. Ladd’s (2011) study found that teacher
working conditions were predictive of individual teachers’ plans to leave their current location,
indicating a positive correlation between the higher degree of the cultural diversity of the
students and poor working conditions. The number of Black teachers in the teaching field
increased from 191,000 teachers in 1987-88 to 231,000 in 2011-12 (Carver-Thomas & DarlingHammond, 2017). However, the proportion of Black teachers has decreased over the same time
from 8.2% to 6.8% (Carver-Thomas & Darling-Hammond, 2017). Most of the teachers who are
Black teach in Title I school, and where most students are of color (Carver-Thomas & DarlingHammond, 2017).
Throughout the literature, many factors contribute to a teacher’s decision to stay where
they are or to leave their current position. This author reported on the literature that has
reoccurring themes which relate to factors in the school environment, which includes working
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conditions, school climate, and behavior. Some of these factors are within the control of the
district and its leadership to improve.
While we see young Black children make up 17% of the youth in the U.S., they account
for 50% of those in foster care. Black students also make up 46% of those suspended more than
once, as well as 39% of all expulsions. Black and Latino students represent 70% of all students
arrested or referred to law enforcement at schools (Heitzeg as cited in Nocella II et al., 2014,
Chapter 1). While the students of color encompass most discipline referrals, 83% of the teachers
are White women (Heitzeg as cited in Nocella II et al., 2014, Chapter 1). Over 100,000 students
are expelled each year and 3.3 million students are suspended each year, a number that has
doubled since 1974 (Heitzeg as cited in Nocella II et al., 2014, Chapter 1). Turnover of educators
is higher when there are higher numbers of students of color. This could be due to students who
are Black inability to be comfortable with teachers who are White and vice versa (Boyd et al.,
2011; Darling-Hammond & Sykes, 2003; Grissom et al., 2019).
Student behavior and teacher workload add to a teacher’s work-related stress impacting
teacher’s job satisfaction (Collie et al., 2012). Providing teachers support improves their outlook
at their job and boosts the morale of the school and positively impacts teachers. High rates of
student behaviors relate to a high rate of teacher “burnout” (Holmes et al., 2019). Teacher
burnout is defined as “the result from long term occupational stress, particularly among human
services workers including teachers” (Skaalvik & Skaalvik, 2010 p. 1060). Burnout is a result of
a combination of emotional exhaustion, depersonalization, or cynicism; and reduced self-efficacy
or a sense of personal accomplishment (Jennett et al., 2003).
Students are also coming with trauma. Exposure to trauma impacts the teacher’s ability to
teach due to the student’s lack of trust, limited ability to build and maintain relationships. These
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students with trauma are often the same students who are struggling academically, receiving free
and reduced lunch, and come from diverse backgrounds. These comorbid factors increase the
likelihood that teachers are working with these students more often and for longer periods posing
a concern for the teacher to experience a deep connection and concern for these students.
Salary. Although salary is aligned to teacher retention, other factors are important in
conjunction with salary. Often schools from better districts have higher salaries which entice
teachers to leave schools with high SES and diversity, in favor of higher-achieving schools, with
higher SES, and lower diverse populations (Loeb et al., 2005; Skaalvik & Skaalvik, 2016).
Teachers are motivated by salary. The amount of money is often not the issue, but rather the
increasing work which includes lesson plans, workload, and paperwork are common complaints
that accompany salary (Hughes, 2012).
Administrative Support and Leadership Practices
Although administrative support and leadership practices can be considered a part of the
school climate and culture, this research separated school leadership from the other school
climate indicators to allow for a deeper look at the teacher and leadership dynamic as it relates to
teacher retention. Research has indicated that leadership has a profound impact on teacher
retention in many areas. Wynn et al. (2007) say that leaders who retain teachers can balance
strong instructional, operational, and strategic leadership. Complicating the issue of teacher
retention, principals are also leaving education and teachers are not going on to obtain degrees in
school administration (Dixion, 2019). Because of the turnover of principals, teachers are being
supervised by an administrator who has less preparation and/or experience (Grissom, 2011;
Grissom et al., 2019; Holmes et al., 2019; Ladd, 2011). Studies have found that the quality of a
principal, such as years of experience, style, and effectiveness impacts teacher retention (Bellibas
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& Liu, 2017; Duyar et al., 2013; Grissom et al., 2019). Districts that place principals, who are
less qualified and less effective, in schools serving students who are low-income, of color, and
lower achieving are losing teachers at a higher rate when compared to other schools in the same
district (Grissom et al., 2019). The teachers in these buildings report that the positive impact of
principal effectiveness on teacher outcomes is even greater in disadvantaged schools (Grissom,
2011; Grissom et al., 2019; Jacob et al., 2015; Ladd, 2011; Player et al., 2017). “Positive impacts
of principal effectiveness on teacher outcomes are even greater in disadvantaged schools”
(Grissom, 2011, p. 2552).
The influence that teachers and administration have on one another impacts not only
teacher retention and teacher self-efficacy but also impacts student achievement and overall
safety within the building. When administrators support teacher’s professional growth through
professional development and coaching the more apt the teacher is to remain at a school (Brown
& Wynn, 2009; Cohen et al., 2009; Dixion, 2019; Gaikhorst et al., 2015; Garcia & Weiss, 2019a;
Ladd, 2011).
Bellibas and Liu (2017) state that strategic and transformational leadership practices are
successful in the retention of teachers and high student achievement. Principals who have
expectations of mission and goal along with clear goals and exceptions who can focus on student
progress and supporting teachers in their professional growth are more successful in teacher
retention. Principals who had delineated and documented expectations of how to work within the
school were more successful than those who did not have expectations clearly outlined. Brown
and Wynn (2009) credit the leadership in building relationships that support student outcomes as
well as engaging in professional and personal dialogue with teachers to support them. Supportive
leaders provide modeling, support, and thought-provoking professional conversations with the
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leader as well as other professionals. In addition, instructional leaders provide a highly effective
instructional program, supervision, coaching, and evaluation of curriculum, as well as
monitoring of student achievement. The administrator is instrumental in the development of a
positive learning environment and culture.
Administrative practices that support teachers and student learning includes valuing
teacher prep time and protecting against frequent interruptions so that engagement and teaching
time is maximized (Bellibas & Liu, 2017).
Instructional Support & Coaching. Principals who can assist and support teachers in
classroom management, instructional strategies, and methods to increase student engagement and
achievement have higher levels of teacher satisfaction and teacher retention (Bellibas & Liu,
2017; Brown & Wynn, 2009; Elliott et al., 2010).
Greater teacher satisfaction is correlated to principal effectiveness (Grissom, 2011; Ladd,
2011; Skaalvik & Skaalvik, 2016; Torres, 2016; Urick, 2016). To add to teacher satisfaction,
Dixon (2019) supports the idea that principals should have strong preparation programs that
support teacher coaching to develop and support teachers resulting in more retention of teachers.
Leaders who can support teachers through modeling, gradual release, collaboration,
coaching, and reflection on practice from a supportive perspective can build a relationship with
the teacher and is supportive and relational, two components that teachers value in leaders.
Collaboration & Shared Decision-Making. Providing teachers collaboration
opportunities and allowing teachers to have input on the school environment also engages them
and studies have found that they are more likely to stay at a school (Boyd et al., 2011; Brown &
Wynn, 2009; Cansoy & Parlar, 2018; Jackson, 2012). In addition, allowing teachers to contribute
to shared decision-making and participatory governance has led to greater teacher satisfaction
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(Jackson, 2012). Principals who valued and supported teachers through creating trust, set
common goals and vision, and find value in their teachers influence teachers’ decisions more
favorably to stay at the school (Skaalvik & Skaalvik, 2016; Torres, 2016; Weinberger & DonitsaSchmidt, 2016).
Policies and procedures influence teachers’ job satisfaction. When teachers believe that
districts have policies that prohibit or restrict their ability to do their job, they are dissatisfied
which often is a tipping point for them to move. Providing teachers with the ability to have input
on school policies has positively correlated to teacher retention (Boyd et al., 2011; Guarino et al.,
2006). Policies that impact teaching start at the state and collegiate level related to licensing
(Weinberger & Donitsa-Schmidt, 2016) and trickle down to district and building levels. Districts
that have policies in place to recruit and retain teachers are more successful at retaining and
recruiting teachers (Guarino et al., 2006).
Supportive leadership, according to Brown and Wynn (2009), is about progress and
advancement and not about evaluation and reprimand. Trust in the leader by teachers is
important in teacher retention, as are leaders who prioritize students and their progress while
supporting teachers to meet the needs of their students (Brown & Wynn, 2009; Skaalvik &
Skaalvik, 2016). Trust is built by mutual respect and working in a supportive environment.
Teachers who do not trust their building leadership and have difficulty communicating are more
likely to leave than those who have trust and effective communication with their leader (Torres,
2016).
Recognition and Communication. Boyd et al. (2011) research of former teachers found
that administration had a significant impact on their decision to leave or stay at a school. Former
teachers were surveyed and stated that they received more recognition and support from their
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principals after having left the profession than when they did while teaching. Less than 10% of
teachers reported their principal to be exceptional in communicating respect or appreciation to
teachers, encouraging teachers to adjust teaching methods to address lack of student progress,
collaborating with teachers to tackle building and departmental concerns, request that teachers
use assessment results when planning curriculum and instruction, or working with staff to
develop a common mission. Twenty percent of former teachers report that their principal never
worked with teachers to address the curriculum standards and 30% indicated that principals did
not encourage professional collaboration amongst teachers (Boyd et al., 2011). According to
Boyd et al. (2011), the relationship between teacher retention and administration was consistent
for two distinct groups: first-year teachers and a sample of experienced teachers. The importance
of administration in retention was confirmed through a survey of aggregate teachers who have
left teaching. Data indicates that a crucial factor in teacher retention is the building
administration (Boyd et al., 2011). Bellibas and Liu (2017) confirm this finding claiming it adds
to a positive school learning climate and incentivize teachers and students for improvement in
teaching and learning.
The Boyd et al. (2011) study indicated that policies directed at improving school
administration may aid in reducing teacher turnover. However, there is currently not enough
information about the role of administration to indicate what supports affect teachers or policies
for reform that would be impactful. The most key factor in working conditions was
administration effectiveness (Boyd et al., 2011). Teacher’s influence over policy, effective
administration, staff relations, student behavior, facilities, and safety point to the importance of
working conditions as a contributing factor to teacher retention. Thirty percent of teachers cited
the support of administration to be impactful in their decision to leave teaching (Boyd et al.,
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2011). The gap in the research appears when considering what intentional leadership practices
teachers desire and what practices principals are doing to support teacher retention.
Multiple studies (Berry, 2008; Borman & Dowling, 2008; Boyd et al., 2011; Ladd, 2011;
Carver-Thomas & Darling-Hammond, 2017; Garcia & Weiss, 2019a, 2019b; Grissom, 2011;
Heuckmann et al., 2018; Ladd, 2011; Newberry & Allsop, 2017; Robinson, 2016) researched the
connection between teachers’ experiences in their work environment. Ladd (2011) examined the
relationship between working conditions and teachers’ one-year actual departure rates. School
leadership appeared as the most significant measurement in working conditions. Regarding
leadership, Ladd’s (2011) study found teacher mobility is impacted differently at each level of
school. Middle and elementary levels with weak leadership indicate teachers’ wanting to move
locations, but not leave the profession. Only at high school does high-quality leadership protect
against leaving the profession. Administrative leaders who are transformational supported
teachers, shared a vision, cultivated a trusting environment, and involved teachers in making
decisions and problem-solving had higher degrees of teacher retention.
Evaluation. Teachers are appreciative of feedback that focuses on growth and
improvement over punitive evaluations (Holmes et al., 2019). Ladd (2011) found that in high
school teachers responded to the importance of evaluations that were consistent, useful, and
appropriate.
Administrators who support teachers by providing them with training to support their
teaching performance, having a common goal or goals, prioritizing student learning, providing
support in motivating students, elevated levels of communication, lower stress levels, assist in
value conflict, student diversity, differing views between colleagues, and belief in and supporting
their teaching (Skaalvik & Skaalvik, 2016). Collectively, these events support the school
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environment, as well as the teacher’s self-efficacy, to continually improve and have a higher
level of self-confidence (Skaalvik & Skaalvik, 2016).
Professional Development. Administrators who invest time and money in professional
development and had a higher retention rate when compared to those who did not (Gaikhorst et
al., 2014). Teachers support professional development that is motivating and contributes to their
professional practice. Gaikhorst et al. (2015) found no difference between professional
development within a district when compared to those outside the workplace. Teachers enjoy the
opportunity to network with other teachers and share experiences. This adds to their self-efficacy
as well as motivation. Gaikhorst et al. (2015) also noted that teachers who attended professional
development courses had a higher retention rate when compared to those who did not. The
literature supports the need for professional development and collaboration. It remains unclear
what method of professional development is the most useful for teachers.
In summary, effective administrators influence teacher’s desire to stay at a school.
Administrators play a role in the aggregate effect teachers have over professional development,
staff relations, (collaboration and communication), student behavior, facilities, and safety
converging toward the importance of working conditions as a contributing factor to teacher
retention.
Teacher Self-Efficacy
Working conditions and effective administration play a vital role in teacher retainment.
However, even under the most optimum conditions, individual teachers and their professional
interactions retain responsibility for their self-efficacy. As cited in Skaalvik & Skaalvik, (2016),
Zimmerman and Cleary (2006) define self-efficacy as “a belief about what a person can do and
how well he or she can do it” (p. 1787). Teacher self-efficacy predicts a teacher’s performance.
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Each teacher’s unique motivations and dependability that impact a teacher’s job performance and
retention rate (Bastian et al., 2017). Teachers who are most aware of their behaviors base their
decisions on what they believe impacted their success. Teachers who are more positive in their
noncognitive results, such as their level of “overall joy”, growth mindset, and overall
engagement in school hypothesize that it may correlate to teaching practices and decision
making given the teacher’s level of conscientiousness (Bastian et al., 2017).
Stress and Time Commitments. Teachers who experience stress due to emotional
exhaustion, depersonalization, and who lack a feeling of personal gratification from their work
are more likely to develop “burnout” and leave their job (Grayson & Alvarez, 2008). These
feelings coincide with the other impacting factors related to school climate and school
management. Emotionally exhausted teachers exhibit actions and feelings related to fatigue,
stress, and a feeling of being “drained” generally leave education. Student misbehavior and
increased teacher workload add to a teacher’s work-related stress lowering teacher’s job
satisfaction (Collie et al., 2012). Increased stress for teachers can result in decreased tolerance of
student behaviors, increased absences, deterioration in mental well-being, and a decline in
performance that may result in career change or early retirement. One may not consider the
impact that one teacher who experiences stress and exhaustion has on those with others whom
they work (Grayson & Alvarez, 2008).
Due to added pressures that teachers feel to perform, the higher the inability to be
creative in their teaching, along with lack of autonomy teachers feel stress at work (Newberry &
Allsop, 2017). Teachers have stress related to home which is carried to work and vice versa.
These stressors included the ability to balance commitments at home and school, financial,
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assessment outcomes, low return on their investment, and competition amongst teachers and
schools for top scores (Newberry & Allsop, 2017).
Skaalvik and Skaalvik (2016) used multiple scales for the following conditions:
classroom management, student diversity, time pressure, poor student motivation, conflict with
colleagues, lack of supervisory support and trust, value conflict, emotional stress, teacher
efficacy, engagement, and motivation to leave the teaching profession. Study results indicated
that the correlations among a multitude of stressors were weak to moderate. The issue of time
pressure, which consisted of preparation for teaching, balancing home and school life, meetings,
and documentation that take place during prep time, was one of the highest contributors to
teacher stress. Teacher stress resulted in lower motivation due to increased stress responses and
increased emotional exhaustion. Elevated stress and low motivation decreased self-efficacy and
teacher engagement. To compensate for the time pressure, the researchers suggest decreasing the
teaching time or the number of students in each class.
Collegiality and Professional Learning Communities. New and veteran teachers report
that providing them opportunities to network with colleges to learn latest ideas and techniques
positively influences their efficacy and job satisfaction (Bellibas & Liu, 2017; Brown & Wynn,
2009; Gaikhorst et al., 2015). Contrary, not providing teachers’ training and early career support
and professional development has been correlated to teachers leaving their school and/or
profession entirely (Garcia & Weiss, 2019a; Ladd, 2011; Torres, 2016).
Content Area Taught. Teachers who teach science, math, English learners, and special
education have a lower retention rate (Carver-Thomas & Darling-Hammond, 2017; Ingersoll et
al., 2018; Weinberger & Donitsa-Schmidt, 2016). For science and mathematics teachers there are
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ample jobs outside of the education field and these positions often pay more making them more
desirable.
Special educators have a low retention rate as well. When the Individuals with
Disabilities Education Act (IDEA) was passed in 1975, 8.3% of the public-school population
was served under IDEA and by the 2012-13 school year, nearly 13% were served by IDEA.
Carver-Thomas and Darling-Hammond (2017) theorize that this is due to 1) too few special
education teachers are going into special education, and 2) too many special education teachers
leave each year.
Between 1987-88 and 2015-16, Ingersoll et al. (2018) reported the percentage increase of
teachers of students with English as a Second Language needed to be 225% to meet the need.
They acknowledge the figure can be deceiving since it is such a substantial percentage in a field
with statistically small numbers of teachers. Within the same time frame, special education had
an 89% increase compared to 90% for math, 94% for science and, 58% for general elementary.
COVID-19
The COVID-19 pandemic has impacted teachers both personally and professionally. The
move from in-person learning to virtual learning happened “overnight” in March 2020. The
pandemic continued into the 2020-21 school year. Due to the suddenness of the learning
platform change, many teachers and schools were not prepared for in-home distance learning.
School-owned technology was not available for students at home and teachers were using their
own resources to teach from their homes. Mills and Swaggert (2020) surveyed teachers regarding
instruction during COVID-19. According to Mills and Swaggert (2020), teachers reported that
50% to 100% of their instruction was asynchronous. Forty-three percent of teachers reported that
students had bad internet or no internet at all. Fifty-seven to 60% of teachers had children at
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home with 60% of these children being elementary age or younger. Fifty percent reported that
mental health services were available for them. From April to May 2020, teachers reported a
decline in their satisfaction with the training and an increase in disruption to their teaching and
personal life. The study reported teachers are concerned about their school relationships, student
safety, and well-being during distance learning, as well as the students’ level of engagement and
the impact that has on student achievement. Teachers expressed wanting to have the “teacher
voice heard” in the planning and decision-making process. At the time this research was started,
there was extraordinarily little published research on the impact COVID-19 has on teacher
retention.
In summary, the literature indicates several factors that can contribute to teacher attrition.
These research articles address some factors include working conditions and school climate
(Collie et al., 2012; Loeb et al., 2005); administrative support and leadership practices (Ladd,
2011; Skaalvik & Skaalvik, 2016); and teacher self-efficacy (Collie et al., 2012; Skaalvik &
Skaalvik, 2016; Urick, 2016). In addition, teachers value their ability to participate in teacher
induction and mentoring programs to support their professional collaboration and instructional
practice (Ladd, 2011; Urick, 2016). More recently, teachers’ mental well-being, as well as
secondary trauma, have impacted their capacity to remain in the classroom (Skaalvik &
Skaalvik, 2016). In addition, teachers deserve classrooms with adequate materials and learning
conditions (Ladd, 2011); value for their time commitment through an adequate salary and time to
do the job satisfactorily (Loeb et al., 2005; Skaalvik & Skaalvik, 2016), as well as support from
administration (Skaalvik & Skaalvik, 2016; Urick, 2016) and colleagues (Ladd, 2011; Skaalvik
& Skaalvik, 2016) to support their professional and personal growth to impact student
achievement. To prevent teachers from leaving the field of education, interdependent factors of
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self-efficacy, positive and suitable working conditions, as well as administrative support, should
be considered independently as well as collectively.
Theoretical Framework
This study utilized two theories and one conceptual framework to address teacher
retention from an environmental and self-efficacy view to address the outcome of teacher
retention. Theories explain many different phenomena. This study focuses on teacher retention, a
human behavior. These two theories guided the work in studying human behavior. Because the
behavioral nature of this theory, the focus was limited to objective components of behavior and
measurable outcomes. The goal of this research was to understand teachers’ behavior with the
aid of a theory that focuses on observable elements associated with the manifestation of human
behaviors. The purpose of this study was to gain an understanding of the reasons behind why
people execute one behavior, staying, over another behavior, leaving, to increase the desired
outcome of teacher retention.
Social Cognitive Theory
Social Cognitive Theory has the broadest explanatory scope, and the theory of selfefficacy is incorporated as one of its components. Social Cognitive Theory states individuals’
behavior not only results from their environment, but also from the interpretation and meaning
humans seek and use in performance (Nevid & Rathus, 2009). According to Bandura (1991,
2005), Social Cognitive Theory consists of three factors. These three factors, which include
cognitive, personal (including affective/physiological), and environment impact a person’s
conduct. Often the cognitive and the personal are considered as one factor due to the inability to
separate one’s thinking from one’s emotions, motivation, and physiological effects. The three
components collaborate allowing individuals to change, develop, and adapt their behaviors.
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Because humans are cognitive beings, they utilize higher levels of processing such as
organization, self-regulation, and self-reflection, which are used when determining the success or
failure of a behavior. Originally, the Social Cognitive Theory was known as social learning
theory; however, when Bandura (1977, 1986) realized the cognition involved in the decisionmaking process, he changed the title from social learning theory to Social Cognitive Theory.
Each factor does not consistently have the same impact, nor do they all occur concurrently at
equal strengths. Numerous factors contribute to human behavior.
In the Social Cognitive Theory, four processes are needed for goal realization. These are
self-observation, self-evaluation, self-reaction, and self-efficacy. Self-evaluation includes
individual learning from their actions using a cognitive process to monitor their performance and
compare it to their desired performance (Penn State University, 2016). Self-observation is a
cognitive process when an individual observes and monitors themselves as they work toward
goal attainment. Self-reaction is the cognitive process when an individual alters their behavior
based on their self-evaluation and self-observation. If someone is not satisfied with their
performance, they work harder providing they desire the outcome. When tasks become more
challenging, this is the circumstance where people often work harder to achieve their goal, lower
their standard to achieve the goal, or opt to quit pursuing the goal. For some individuals, negative
self-evaluation can be equally motivating as positive self-evaluation as determined by the goal.
The final process is self-efficacy which is an individual’s belief that the individual can
successfully execute behaviors that lead to the ability to perform at a level that allows them to
reach the desired outcome or goal. When individuals have a high sense of self-efficacy, the
likelihood of success is correlated to the effort, motivation, and previous behavioral experience.
These individuals progress to higher goals and a deeper commitment to their goals (Bandura,
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1989). If the person acknowledges that they cannot be successful in the goal attainment,
motivation factors into their ability to conduct the task. It may be their focus changes from
successful task completion to the process of learning and having the experience. Affective
processes such as levels of self-confidence, stress, anxiety, depression, health, and physiological
process play a determinant factor in behavior. Physiological symptoms play a factor in one’s
self-belief.
Bandura’s Social Cognitive Theory lends itself to the exploration of teacher’s beliefs
regarding teacher retention. The factors of Social Cognitive Theory influence the behavior of
teacher retention through the impacting factors of environment (such as working conditions,
school climate, administrative support, and leadership practices), and teacher self-efficacy.
Social Cognitive Theory is a relatively common framework used in research where individuals
have decision-making power as it relates to motivation, learning, and self-regulation (Bandura,
1989, 1991, 2005; Wood & Bandura, 1989).
In 1986, the Social Cognitive Theory evolved from Social Learning Theory when
Bandura determined that learning is social and is bidirectional among the factors of behavior,
environmental, and personal (Bandura 1989). This change allows for environmental as well as
social and psychological factors to contribute to a person’s motivation, self-efficacy, and beliefs,
which lead people to make decisions and behave in a certain manner.
Bandura’s (2005) theory of social learning theory to Social Cognitive Theory
revolutionized once he determined learning is a social and dynamic series of events external and
internal reinforcers and negative and positive reinforcements. Social systems and social
structures influence who we are as people and the reason we behave in the manner we behave.
According to Bandura, each person wishes to have a sense of “agency”, a belief that we can
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apply a degree of control over events in our life (Schunk & DiBenedetto, 2020). Bandura (2005)
states, “To be an agent is to influence intentionally ones’ function and life circumstances. In this
view, people are self-organizing, initiative-taking, self-regulating, and self-reflecting. They are
contributors to their life circumstances not just products of them” (p.1). Bandura’s (2005)
acknowledgment that people can think for themselves while considering the impacts of their
environment as well as their physiological mental as cognitive effects when executing a
behavior. Behaviors also impact their environment. It is this dynamic interplay of behavior that
alters or apprises the environment when unified with the personal factors, informs, and changes
subsequent behavior.
The working components to the Social Cognitive Theory, self-efficacy, and environment
in triadic reciprocal causation, support the role that behavior, personal, and environmental factors
play in one’s beliefs, motivation, and self-efficacy to achieve the desired outcome (Bandura,
2005). Social Cognitive Theory is the belief that one considers the environment, behaviors of self
and others, past experiences of self and others in a cognitive, organization of factors to determine
the extent of their motivation, success, willingness, length of commitment. This cognate process
provides people the ability to self-reflect, self-regulate, encode information, and develop a sense
of reality.
Self-Efficacy Theory
Self-Efficacy Theory is based on a person’s belief in their capacity to organize and
conduct actions. Bandura (1994) states “self-efficacy beliefs determine how people feel, think,
motivate themselves and behave. Such beliefs produce these diverse effects through four major
processes. They include cognitive, motivational, affective and selection processes” (p. 1).
Cognitive beliefs impact self-efficacy by the way individuals perceives how their skill, ability, or
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knowledge impacts the risks they are willing to take. Individuals with high self-efficacy believe
that they can be successful in tasks. If a person with high efficacy fails, they often attribute this
to a lack of effort. Those with low self-efficacy attribute their failure to lack of ability rather than
effort (Bandura, 2009).
In addition, individuals develop their self-efficacy through four sources which include
mastery experiences, vicarious experiences by social models, social persuasion, and modifying
self-beliefs (Bandura, 1994). Mastery experiences include the experiences one has that
strengthen self-efficacy. When one experiences success in achieving the desired outcome, it
leads individuals to have confidence and an expectation that they can achieve a similar result in a
future comparable situation. A person with high efficacy, who may struggle toward goal
attainment often do so to feel a sense of success when they accomplish the tasks or to have the
satisfaction of gaining skills and knowledge for future experiences. Bandura (1994) goes on to
state that if a person struggles or fails and continues to persevere, they develop the knowledge,
skills, and abilities to be successful or to gain additional insight about themselves if they are
persistent. When building self-efficacy, mastery experiences are the influential source because
they are authentic (Bandrua,1997) Vicarious experiences develop self-efficacy through the
observation of others. An individual develops their competence when they compare themselves
to others. When an individual observes someone being successful, their self-efficacy increases.
However, observing someone fail can lower self-efficacy for the observer and the participant.
Observation of someone demonstrating an activity or task, called “modeling”, is a way to watch
and reflect on other’s behavior is an effective way to develop self-efficacy. The observer should
be self-reflective about how the observation is related to their repertoire of skill, knowledge, and
ability. Bandura (2009) states an internal belief and perception of ability is influenced by one’s
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perception of the degree of similarity to the model being observed. The more similar the model
the higher the degree that the experience positively influence the observer’s self-efficacy. Selfefficacy is also shaped by verbal persuasion in the form of encouragement and discouragement
related to the person’s performance or ability. The degree of credibility of the person providing
the feedback directly impacts the effectiveness of the verbal persuasion. The more credible the
person, the greater the influence. When considering teacher retention, collaboration,
administrative feedback, and support are key components in raising a teacher’s self-efficacy.
Bandura (2009) states, “If people are persuaded to believe in themselves they will exert more
effort. This increases their chance of success. However, credible persuaders must be
knowledgeable and practice what they preach” (p. 185). Finally, self-efficacy is by an
individual’s awareness of physiological responses. How people perceive and act on body
sensations influences their belief about their self-efficacy. Examples of physiological responses
include emotional and symptomatic bodily responses to anxiety, tension, and nerves, which can
include rapid heart rate, sweaty palms, or feelings of queasiness. Although this source of selfefficacy development is the least influential of the four, an individual who can be at ease with the
task, an increased likelihood that they are successful which in turn increases their self-efficacy
belief.
Researchers have found a correlation between high self-efficacy and an elevated level of
personal success. People who have high self-efficacy believe obstacles are to be learned from,
mastered, and achieve their goal. Those with high self-efficacy do not give up on difficult tasks
so that they can overcome the task.
Self-efficacy can be improved by modeling and offering guided practice. Starting people
out with tasks they can be successful with helps develop motivation, belief in their performance,
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with a greater chance of success. Once individuals have success, building upon those successes
toward more difficult tasks helps raise self-efficacy. When arranging for individuals to work as a
group, self-efficacy has the same impact on the group that typically elevates individual as well as
group outcomes. Key factors in self-efficacy are motivation and performance.
Within the workplace, providing feedback has increased an individual’s self-efficacy.
Beatie, Woodman, Fakehy, and Dempsey (2015) explored three separate studies related to
feedback in the workplace. The study indicated the more specific and detailed the feedback, the
higher it correlated to future successful performance. Self-efficacy in the workplace should
include goal setting, steps toward goal attainment, modeling, and feedback.
Assessment of Leadership in Times of Crisis
Assessment of Leadership in Times of Crisis by Boin et al. (2013) assisted in determining
the impacts that leaders have had on teachers. Boin et al. (2013) point out the importance of
leadership and learning that occurs during a time of crisis. During a crisis, historically there has
been haste to judgment in the form of “winners” and “losers.” “Political inquiries tend to be
preoccupied with the unearthing of failures, especially those that might explain why the crisis
was not prevented in the first place. When a final verdict emerges, it tends to come in the form of
a ‘winning narrative’ that features heroes and culprits” (p. 80). Boin et al. (2013) claim that crisis
management is “the sum of activities aimed at minimizing the impact of a crisis. The impact is
measured in terms of damage to people, critical infrastructure, and public institutions. Effective
crisis management saves lives, protects infrastructure, and restores trust in public institutions” (p.
81). The major overarching question of leadership during a crisis is “Did those charged with
crisis management responsibilities do everything they could to facilitate an effective response to
the crisis at hand?” (p. 80).
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Boin et al. (2013) have developed 10 tasks and “look for” questions for each task to
determine if the crisis management was successful. The tasks and “look for” questions include:
Task #1: Early Recognition: Did leaders create conditions that facilitate early
recognition?
Task #2: Sensemaking (ability to make informed decisions using a well-rehearsed
method): Did leaders create, facilitate, and rehearse a sensemaking method?
Task #3: Making Critical Decision: Did leaders carefully deliberate which decisions they
should make, and did decide after some form of due process?
Task #4: Orchestrating Vertical and Horizontal Coordination: Did crisis leaders monitor
and address forms of vertical and horizontal cooperation? Did they facilitate effective
cooperation and intervene where cooperation was lacking or dysfunctional?
Task #5: Coupling and Decoupling: Did crisis leaders actively monitor the state of
critical (life-sustaining) systems and the connections between them? Did they access
expertise about these critical systems?
Task #6: Meaning Making: Did crisis leaders offer a clear interpretation of the crisis and
explain how they intended to lead their community out of it?
Task #7: Communication: Did crisis leaders actively cooperate with their
communications professionals to ensure they had the timely and correct information for
dissemination to the public?
Task #8: Rendering Accountability: Did leaders make an effort to present a transparent
and constructive account of their (in)actions before and during the crisis?
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Task #9: Learning: Did leaders allow for reflection on the effects of chosen courses of
action, did they encourage and tolerate negative feedback, and did they record crisis
management proceedings to facilitate learning by outsiders?
Task #10: Enhancing Resilience: Did leaders actively involve themselves in crisis
preparations? (p. 82-87).
This comprehensive, evaluative framework of crisis leadership was intended to be
utilized before, during, and after any crisis. The questionnaire developed used parts and adapted
these questions to fit the scope of education.
In summary, Social Cognitive Theory and Self-Efficacy Theory components have been
linked to the influencing of an individual’s goal achievement or outcomes with triadic
reciprocation of amongst behavior, external factors, and self-efficacy. In addition to these factors
influencing individual results, researchers have indicated a generalization into group dynamics
within organizations (Wood & Bandura, 1989) which further pushes individuals and collective
group achievement. This research studied if the impacts that environmental factors (i.e., working
conditions and school climate, as well as administrative support, and leadership practices) and
teacher self-efficacy have on the behavior of teacher retention. In this study, teachers were
surveyed about the considerations and influences that teachers value when considering staying or
leaving education. Administrators were surveyed about the factors that they provide to teachers
to support the successful retention of teachers.
For the current study, a questionnaire was utilized. This questionnaire was designed
considering the factors specified in the Social Cognitive Theory using Social Cognitive Theory
and Self-Efficacy Theory (e.g., behavioral factors, environmental factors, and personal factors)
as well as the Assessment of Leadership in Times of Crisis (e.g., administrative support and
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leadership practices). The teacher questionnaire determined what factors influence a teacher’s
decision to remain in their current school. The administrator questionnaire obtained information
from current school leaders related to teacher retention factors of school climate and school
culture, administrative support and leadership practices, and teacher self-efficacy. Data collected
from the questionnaire was used to better understand the factors that influence a teacher’s
decision to leave their teaching position.
Hypotheses and Research Questions
Hypothesis
This study hypothesizes that there is an association between teacher retention and the
impacts of environmental and humanistic influences related to working conditions and climate;
administrative support and leadership practices; and teacher’s self-efficacy.
Null Hypothesis
There is no association between teacher retention and the impacts of environmental and
humanistic influences.
Research Questions
1) How do working conditions and school culture (i.e., school size, SES,
standardized test, building cleanliness, available resources, & student
ethnicity) correlate with teacher retention?
2) How do administrative support and leadership practices (i.e., professional
development, discipline, celebrating success, teacher leadership & input)
correlate with teacher retention?
3) How does teacher self-efficacy (i.e., instructional, student motivation,
classroom management, and technology) correlate with teacher retention?
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4) How has COVID-19 impacted teacher retention?
5) How do teacher demographic factors (i.e., years of experience, gender,
educational level, ethnicity, grade level, subject/content) impact teacher
retention?
Conclusion
For the current study, a questionnaire was utilized. This questionnaire was designed
considering the factors specified in the Social Cognitive Theory using triadic reciprocal
causation (see Figure 1) of interconnected factors of personal, environmental, and behavioral and
Theory of Self-Efficacy to determine the impact on teacher retention. Additionally, Assessment
of Leaders in Times of Crisis (Boin et al., 2013) provided feedback on teacher’s thoughts
regarding the leadership and commitment within their building-related to teacher retention.
Using several variables related to teacher retention, this confirmatory study was a replication of
previous bodies of research and added to the research by proving a wholistic study by surveying
teachers and administration experiences with the phenomenon of teacher retention.
Acknowledging what teachers feel individually about their working conditions and
climate; administrative support and leadership practices; and teacher self-efficacy to assist in
advocating in areas that teachers collectively view as deficient and to continue to address areas
where they feel additional support was needed. The following chapter contains a thorough
description of this post-positivist confirmatory correlational study which describes the design,
participants, data collection methods, and data analysis procedures related to the phenomenon of
teacher retention.
Numerous factors that impact teacher retention, this study focused on 1) working
conditions and climate, 2) administrative support and leadership practices, and 3) teacher self-
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CHAPTER 3: RESEARCH METHODS
The purpose of this study was to determine factors that lead to teacher retention.
Currently, there are numerous articles about an existing and more looming teacher shortage. As a
newer principal, this author has experienced teachers who have exited their building or left
teaching altogether with limited applicants applying for the position. This researcher asked the
questions of why they left and what can be done to retain teachers in a profession with dwindling
enrollment in the field of education within the post-secondary schools (Carver-Thomas &
Darling-Hammond, 2017; Garcia & Weiss, 2019a, 2019b). Previous research in teacher retention
includes multiple factors that contribute positively and negatively to teacher retention and
turnover. For this study, the specific areas of focus were working conditions and school climate,
administrative support and leadership practices; and teacher self-efficacy that led to teacher
retention within a suburban North Dakota school district. To promote teacher retention, it is
imperative that proactive and intentional interventions be put in place due to a decline in students
enrolling in teacher education programs as well as the increase in retirements, and the number of
teachers leaving the field (Carver-Thomas & Darling-Hammond, 20117; Garcia & Weiss, 2019a;
National Center for Educational Statistics, 2019; Steiner & Woo, 2021). COVID-19 has
exacerbated a critical shortage (Steiner & Woo, 2021). Multiple studies (Bellibas & Liu, 2017;
Boyd et. al., 2011; Collie et al., 2012, Ladd, 2011; Skaalvik & Skaalvik, 2011 & 2016) research
the impacts of multiple areas of teacher satisfaction and dissatisfaction to improve teacher
retention.
This post-positivist confirmatory correlational study aims to provide a holistic
understanding of factors impacting teacher retention by surveying practicing teachers and
administrators. For this study, the participants provided an appraisal of factors and how these
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factors impact their teaching practice and potential consideration to remain in their current
teaching position. These three factors include working conditions and climate; administrative
support and leadership practices; and teacher’s self-efficacy. The results of this study are
beneficial for district leaders who aim to retain teachers by indicating factors that highly
influence teacher retention.
This study gathered information from one suburban district from teachers and
administrators regarding administrative support they are receiving (from a teacher’s viewpoint)
or providing (from an administrator’s viewpoint). Data was collected from teachers regarding
impacting factors and the significance it plays in their decision to stay in a particular location. A
questionnaire was given to administrators for them to also rate the importance of these factors
with their belief about the importance each factor plays a role from the teacher’s point of view.
Teachers and administrators rated the performance of their building administrator or themselves
in concerning how administration manage the teacher retention crisis and secondly the COVID19 crisis (Boin et al., 2013). This chapter details the methodology used in this study and includes
the following sections: research questions, design, setting, participants, sampling,
instrumentation, data collection, ethical considerations, and a summary of the chapter.
Research Questions
1) How does working conditions and school culture (i.e., school size, SES,
standardized test, building cleanliness, available resources, and student
ethnicity) correlate with teacher retention?
2) How does principal administrative support and leadership practices (i.e.,
professional development, discipline, celebrating success, teacher leadership
and input) correlate with teacher retention?
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3) How does teacher self-efficacy (i.e., instructional, student motivation,
classroom management, and technology) correlate with teacher retention?
4) How has COVID-19 impacted teacher retention?
5) How do teacher demographic factors (i.e., years of experience, gender,
educational level, ethnicity, grade level, subject/content) correlate with
teacher retention?
Research Design
This researcher utilizes a post-positivistic quantitative paradigm to conduct a
correlational study and analysis of the data to investigate factors that increase the likelihood of
teacher retention. The postpositivism paradigm takes a scientific approach to research using a
series of logically related steps, believing in multiple perspectives from participants, and using
multiple levels of data analysis (Creswell & Poth, 2018). Creswell and Poth (2018) state, “postpositivists do not believe in strict cause and effect but rather recognize that all cause and effect is
a probability that may or may not occur” (p. 23).
This research was designed as a confirmatory study that replicated the body of previous
research by a wholistic study through a questionnaire designed for teachers and administrators
using a quantitative approach using two questionnaires, one for teachers and one for
administrators. Fraenkel et al. (2019) describe correlational research is a descriptive type of
research meant to acknowledge a relationship between two or more variables. The questionnaire
for teachers and the questionnaire for administrators contained demographic information as well
as factors outlined in the research related to working conditions and climate; administrative
support and leadership practices; and teacher’s self-efficacy in a large public school system
located in the Midwest area of the United States. The research questions in this study were
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structured to identify strength and direction of the relationship between variables. Fraenkel et al.,
(2019) states, “The major purpose of correlational research is to clarify understanding of
phenomena by identifying relationships among variables” (p. 326). Fraenkel et al. (2019) caution
that a correlational study describes the level or relationship between variables. Correlational
studies do not necessarily determine causation (Fraenkel et al., 2019).
Threats to Internal Validity
Correlational research has threats to internal validity including location, instrument
decay, data collection, testing, mortality, history, and subject attitude (Fraenkel et al., 2019).
Thus, correlational study results must be interpreted with caution (Fraenkel et al., 2019).
Fraenkel et al. (2019) states that “...internal validity means that observed differences on the
dependent variable are directly related to the independent variable, and not due to some other
unintended variable” (p. 161). Threats to internal validity are addressed in Table 1.
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Table 1 Threats to Internal Validity and Control Measures
Threats to Internal Validity and Control Measures
Threat to Internal Validity
Description
Subject characteristics
Differences in Participants

Technique to Control the Threat
Provide all teachers with a minimum of one-year of experience the
opportunity to participate. These include gender, age, ethnicity,
experience, degree earned, professional development.

Testing

Taking the test multiple times

Participants will participate in the questionnaire only once.

Mortality

Participants leave the study.

This is "one time only" questionnaire. Data collected from the
participants who quit in the middle of questionnaire will be added to
the data.

Location

Differences in between the groups in the environment

Data Collector Characteristics

Data Collector Bias

Participants will select the location to take the questionnaire. All
participants have the same option to take the questionnaire in a location
of their choice.
Gender, age, ethnicity, language pattern, and other
The on-line questionnaire that has standardized procedures for all
characteristics of those who collect data may affect the participants.
nature of the data obtained.
Unintentional bias on the part of the data collector.
The questionnaire is self-administered thus preventing data collector
bias. A caution must be given regarding the potential bias of the
questionnaire as it relates to collector bias.

Instrumentation

Instrumentation and procedure use in data collection

Once the questionnaire is finalized, there will be no change to the
instrument. It will be administered to each participant once.
Questionnaire will be completed in 15 to 20 minutes to keep the
participant engaged.

Instrument Decay

Changes to the instrument over time that may affect the Once finalized, the instrumentation will not be changed during the open
internal validity.
data collection window.
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History Threat

Possibility that the results are due to an event that affects COVID-19 could be considered an outside threat. This is also a
performance on the dependent variable.
research question, and the questionnaire will address this potential
threat in the data collection.

Testing Threat

An improved score on the post-test because of
No pre-test will be given.
participants having taken the pre-test.
Possibility that the results are due to changes that are a There will not be a passage of significant amount of time, so this is not
result of the passage of time which impacts their
an internal threat to validity.
performance on the dependent variable.

Maturation Threat

Subject Attitude Threat

Experimental control group believing they are receiving This study does not have a control group and an experimental group.
special treatment and perform accordingly. The
All people are taking the same questionnaire without any interventions
comparison groups receive a "novel treatment" too.
or special treatment.

Regression Threat

Results are due to a tendency for groups, selected based This is a group of college-educated professionals. Currently, there are
on extreme score, to regress toward an average score
no scores. The test will be given only once, so there will be no
regardless of treatment.
regression analysis completed.

Implementation Threat

Results are due to variation in the implementation of
treatment.

Note: Fraenkel et al., 2019.

No treatments are being provided to any participants.
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Limitations
The purpose of this study was to identify factors in teacher retention. There were
limitations to this study which include:
1. Response numbers were based on those who voluntarily participated. Nonrespondents and respondents who did not complete the entire questionnaire are
considered limitations when relying on voluntary responses.
2. Respondents were asked to self-evaluate and self-report their current practice
while providing information in consideration of their viewpoint in the study.
3. Respondents were asked to consider their counterpart’s viewpoint (i.e.,
teacher/administrator and administrator) and self-report their current practice and
reflect over the past eighteen months of COVID-19. The validity of the responses
was based on the participant’s ability to be honest about their self-reflection and
their assessment of others.
4. Demographic factors of each participant and assigned building administrator.
5. This researcher mitigated the threats to internal validity by use of mitigation
strategies. Provided the participants to voluntary consent through clicking on the
link of the survey and selecting one of the options to consent or not to consent.
Consenting would take the participant to the questionnaire, not consenting would
take the participant to the end of the questionnaire and thank them for their
consideration. By emailing the questionnaire to participants standardizes the
conditions and the participants can take the questionnaire in a location that was
familiar to them. Instrumentation was identical for all participants taking a
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specific questionnaire, decreasing the implementation threats (Fraenkel et al.,
2019).
6. Demographic data assisted in control for subject characteristic threats and any
potential mortality threat in addition to maturation and regression threats
(Fraenkel et al., 2019). Providing more information on the details of the study
helps to control the location, instrumentation, history, subject attitude, and
implementation threats (Fraenkel et al., 2019). Finally, the design of the
questionnaire aided in mitigating the threats to internal validity through
standardization of the questions and instrumentation (Fraenkel et al., 2019).
Setting
The city of Fargo is in the central, eastern edge of the state of North Dakota. The 2020
U.S. Census (World Population Review, 2020) reports Fargo to have a population of 125,804.
The city is located alongside the Red River of the North. To the east is the city of Moorhead
Minnesota with a population of 42,939 and to the west is West Fargo, North Dakota with a
population of 35,397. The earliest record of Fargo Public School indicates that in 1872 when
Mercy Nelson, age 15, became the teacher at a location that was a log cabin near what is now
known as Island Park.
The city of Fargo includes one school district and one institution of higher education.
With the inclusion of the metropolitan area by including the cities of West Fargo and Moorhead,
the population is 249,813 and includes three public school districts, 11 private and parochial
schools, and three institutions of higher education. The Fargo Public School District includes 22
schools and two residential programs and one in-hospital treatment facility. As far as school
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buildings are concerned, there are 16 schools serving preschool through grade 5, three middle
level schools, and four high schools, including one alternative school.
In addition, Fargo has 11 private and parochial schools, including five elementary (grades
pre-kindergarten/kindergarten through 5th grade) schools and five private (grades prekindergarten and kindergarten), and two secondary schools (grades 6 through 12) that served
2,337 students in the 2020-21 school year.
West Fargo Public School District has 15 elementary schools, three middle schools, and
four high schools. Moorhead Public Schools contains five elementary schools, one middle
school, and two high schools. Each of the metro area public school has an alternative high school
and a preschool program. In addition, West Fargo has one parochial school while Moorhead has
two parochial schools within their attendance boundaries.
Approximately 16% of the people in Fargo live below the poverty line. Of those in
poverty, 10.44% are white, 34.04% Black, 22.81% Asian, 23.3% multiple races, 18.32%
Hispanic, 23.03% Native American and 8.06% other. The Fargo demographics of population
were: 84.6% white, 7.0% Black or African American, 3.46% Asian; 3.14% two or more races;
1.24% American Indian or Alaska Native, 0.47% some other race, and 0.02% Native Hawaiian
or other Pacific Islander (World Population Review, 2020). Due to the surrounding farming
community, seasonal immigrants come to the community to work. In addition, 9.02% of the
population are foreign born while 5.63% are non-citizens and 3.39% are naturalized. The largest
number of non-citizens are from Asia (47.2%) and Africa (37.2%) while natural citizens are from
Africa (47.6% and Asia (23.6%) citizens (World Population Review, 2020).
Primary employers in the Fargo-West Fargo-Moorhead area include health care services,
education, technology, manufacturing, insurance, and financial services. The median household
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income is $55,551, the mean is $78,237 with families earning a median income of $79,768 and a
mean of $105,785, married family’s median income $96,020 (mean was not available), and nonfamily median income $37,481 and mean of $48,995 (World Population Review, 2020).
Annually, Fargo Public School records the number of staff by position area. They convert
this to a percentage of staff by area which includes the number of teachers, support staff,
maintenance, nutrition, administration, and certified non-teaching staff) (see Figure 3).
Figure 3 FPS All Staff by Position Area
Fargo Public School All Staff by Position Area

Note: Fargo Public School Website, 2021.
According to the trending data, more people were hired than what left apart from 2016-17
and 2017-18 when there was a mill levy decrease. For three of the past five-years, the number of
people hired outnumber those who leave indicating that currently, Fargo continues to replace
teachers and administration who leave the district in addition to adding staff (see Figure 4, Figure
5, Figure 6, and Figure 7). The “new staff” and the staff leaving (i.e., resignations and
retirements combined) are indicated on Figure 4. Figure 5 is a five-year summary of the “newly
hired staff” within Fargo Public School. Figure 6 and Figure 7 separate the resignations (see
Figure 6) and the retirements (see Figure 7) over the previous five-year period within Fargo
Public School. The average percentage of turnover along with the comparison to the national
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trend for the past five years is indicated in Figure 8. This indicate that over the past five-years,
Fargo Public School has had turnover rate lower than the national average.
Figure 4 2015-20 FPS Exits and New Hires of Teachers
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Figure 5 2015-20 FPS Newly Hired Staff by Year
2015-20 Fargo Public School Newly Hired Staff by Year

Note: Fargo Public School Website, 2021.
Figure 6 2015-20 FPS Resignations by Year
2015-2020 Fargo Public School Resignations by Year

Note: Fargo Public School Website, 2021.
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Figure 7 2015-20 FPS Retirements by Year
2015-2020 Fargo Public School Retirements by Year

Note: Fargo Public School Website, 2021.
Figure 8 2015-20 FPS Percentage of Turnover Rate by Year
2015-2020 Fargo Public School Percentage of Turnover Rate by Year

Note: Fargo Public School Website, 2021.
Student Demographics
The most recent data on Fargo Public School District comes from the 2019-21 school
year. Information about student demographics share a student population break down of 71%
white, 13% Black or African American, 5% Hispanic, 4% Asian/Hawaiian/Pacific Islander; 4%
more than one category; and 3% Native American (see Figure 9).
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Figure 9 2020 FPS Student Demographics
2020 Fargo Public School Student Demographics

Note: Fargo Public School Website, 2021.
There are 88 languages spoken among these students with 8% being English language
learners. The most prevalent languages spoken are Nepali, Arabic, Bosnian, Vietnamese,
Chinese, Somali, Spanish, Swahili, Dinka, Other, Native American, Creole/Pidgin, French, and
Kinyarwanda (see Figure 10).
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Figure 10 2020 FPS Language Spoken Distribution
2020 Fargo Public School Languages Spoken Distribution

Note: Fargo Public School Website, 2021.
Students who receive gifted services total 11% of the population and 14% are students
receiving special education and related services. As of the 2019-20 school year, 33% of the
students receive free and reduced meals (Fargo Public School Website, 2021). The 2019-20
school year data was the most accurate estimation of the number of students who would qualify
for free and reduced meals since COVID-19 in March of 2020, all students receive free meals
courtesy of the federal government. Elementary students also receive government-subsidized
mid-morning healthy snack and milk.
The method of instruction during COVID-19 was virtual, meaning all instruction took
place on-line by uploading lessons and worksheets using SeeSaw® or Google Classroom®.
Zoom® was also purchased by the district to allow for interactive, real-time instruction. At the
start of the pandemic, students in grades Kindergarten through 5th grade did not have individual
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computers and many families had parents working from home which did not allow for a
“sharing” of the computer within a household. The district purchased computers for each family
to have one school issued computer. Some families did not have internet and the school district
worked with area cable companies, property owners, and their own resources to provide access
to most households. When the internet option was not successful or not preferred by the family,
paper copies of assignments were mailed to the household, picked up by parents, or delivered by
school staff to the household. During the spring of 2020 because of COVID-19, the state
required all districts to develop a “Smart Restart Plan” which addressed process and procedures
related to instruction, safety, sanitization of rooms, and visitation policies, along with
instructional guidelines.
As a result of COVID-19, instructional methods changed several times. All parents were
given the option to attend school via Virtual Academy. During the fall of 2020, students started
school later than scheduled by three days. Immediate challenges included the implementation of
technology and computer applications that teachers were not familiar with, in addition to
developing ways to engage students, differentiate instruction, and build and maintain
relationships often while caring for their own families. When multiple people were on the same
internet, the speed slowed down and often students and teachers lost connection. From the start
of the school year until mid-October, students in elementary attended on alternating days for four
days per week while middle and high school students attended all classes virtually four days per
week. It wasn’t until mid-January that all students returned to face-to-face learning. However,
many times throughout the year individual students or groups of students contracted or were
exposed to COVID-19 forcing them to quarantine for 10 to 24 days. Throughout the school year,
many of the students returned to “in-person” instruction causing new classroom dynamics among
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students and stress on teachers to reteach routines and procedures while preparing lessons for
those students who were quarantined at home.
Data for Moorhead and West Fargo Public School was not readily available on their
website regarding hires and resignations. Information regarding teacher demographics of race
was not available on the metro school sites.
Participants
Participants who complete the questionnaire in Qualtrics® were teachers and building
administrators with a minimum of one year of employment as a teacher. This study gathered
input from teachers and administrators who work for Fargo Public School District in Fargo,
North Dakota. Currently, there are 2,000 full-time and part-time teachers (Fargo Public School
District Website, 2020).Within Fargo Public School District, there are a total of 50 building level
administrators which include principals, assistant principals, and dean of students. Fargo Public
School District is the fourth largest employer in the area by providing 1,060 full and part-time
teaching positions during the 2019-20 school year. At Fargo Public School, twenty percent of
teachers (212 individuals) have between zero and four years of experience while 18% (191
individuals) have between five and nine years of experience for a total of 38% (403 individuals)
of teachers having under 10 years of experience (see Figure 11).
Within the Fargo Public School in the 2019-20 school year, the percentage of teachers
with teaching experience declines as their number of years of experience increases (Figure 11).
A phenomenon that also is true of West Fargo Public School in the 2018-19 school year (the
most up-to-date information available on their website) (see Figure 12).
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Research has indicated that the more years of teaching experience, the increased
likelihood that the teacher will remain in teaching. Figures 11 and Figure 12 indicate the years of
teaching experience for teachers in Fargo (see Figure 11) and West Fargo (see Figure 12).
Figure 11 FPS Teacher Years of Experience
Fargo Public School Teacher Years of Experience

Note: Fargo Public School Website, 2021.
At West Fargo Public School, for the 2018-19 school year, 31.2% percent of teachers and
administrators have between zero and four years of experience while 23.9% have between five
and nine years of experience for a total of 55.1% of teachers having under 10 years of experience
(see Figure 12).
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Figure 12 2018-19 WFPS Teacher & Administrator Years of Experience
2018-19 West Fargo Public School Teacher & Administrator Years of Experience

Note: West Fargo Public School Website, 2021.
In Fargo Public School, a master degree was held by 67% of the teachers (710
individuals) with 18% (191 individuals) holding a bachelor degree and 15% (159 individuals)
holding a bachelor degree with additional credits (Fargo Public School Website, 2021) (see
Figure 13).
All lead principals and assistant principal must hold a current North Dakota teaching
certificate and an administrator credential. Dean of students must hold a minimum of a teaching
credential while an assistant principal must hold an administration credential.
The degrees obtained by the participants includes bachelor degrees to doctorate degrees
for Fargo and West Fargo Public School districts (see Figure 13). In Fargo and West Fargo, a
high percentage of teachers hold a master degree. A gap between years of the years of experience
and the degree held, the data indicates that teachers with less than 10 years of experience have
obtained additional credits or a degree indicating that teachers in the area are pursuing advanced
degrees.
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Figure 13 FPS & WFPS Comparison of Years of Experience
Teacher Years of Experience Comparison between Fargo and West Fargo Public School
2019-20 Fargo Public School

Note: Fargo Public School Website, 2021.

2018-19 West Fargo Public School

Note: 2016-21 West Fargo Public School Strategic Plan.

The number of teachers hired at each grade level for the 2019-20 school year is indicated
on Figure 14. The majority of teachers are in the elementary school which includes grades K
through 5. The second highest teacher count was in the high school which houses grades 9
through 12. Middle level has the lowest teacher count and houses grades 6 through 8. Fargo
Public School majority of teachers are located at the elementary with 536 teachers. The middle
school has 229 teachers while the high school has 301 teachers (see Figure 14).
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Figure 14 FPS Number of Teachers by Level Taught
Fargo Public School Number of Teachers by Level Taught
Grade Level

Type

Employee Count

Elementary
Middle School
High School
District
Residential

Teacher
Teacher
Teacher
Teacher
Teacher

536
229
301
7
7

Note: Feist, L., & Berntson, A. (2021, July 19). Personal communication. July 19, 2021.

The number of district administrators was 16 while building level administrators total 50
(see Figure 15). Since 2018-20, a steady increase from elementary interns to dean of students to
assistant principals have increased the number of administrators within the district. At the time of
the study, there are four elementary schools that do not have an assistant principal or dean of
students. At the middle school, there was one head principal with two assistants while the high
school has one head principal and three assistant principals. At the high school, one principal
also was the athletic director.
Figure 15 2020-21 FPS Number of Administrators
2020-21 Fargo Public School Number of Administrators
School/Type

Type

Employee Count

District

Administration

16

School Building

Administration

50

Note: Feist, L., & Berntson, A. (2021, July 19). Personal communication. July 19, 2021.
The average age of teachers within Fargo Public School was 41 years of age and the
average teacher earned $63,358.95 during the 2020-21 school year (see Figure 16).
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Figure 16 FPS Average Teacher Age & Average Teacher Salary
Fargo Public School Average Teacher Age & Average Teacher Salary
Average Teacher Age

41 years old

Average Teacher Salary

$63,358.95

Note: Feist, L., & Berntson, A. (2021, July 19). Personal communication. July 19, 2021.
During the 2020-21 school year, the ethnicity of the teachers was 1062 (98.3% white),
five teachers (.4%) American Indian or Alaskan Native, three teachers (.27%) Asian, three
teachers (.27%) ethnicity was not available, three teachers (.27%) two or more races, three
teachers (.27%) Hispanic or Latino, one teacher (.093%) Black or African American, and one
teacher (.093%) Native Hawaiian or Pacific Islander (see Figure 17).
Figure 17 FPS Teacher Ethnicity
Fargo Public School Teacher Ethnicity
Ethnicity

Teacher Count

White
1062
American Indian or Alaskan Native
5
Asian
3
Not Available
3
Two or more races
3
Hispanic or Latino
3
Black or African American
1
Native Hawaiian or Pacific Islander
1
Note: Feist, L., & Berntson, A. (2021, July 19). Personal communication. July 19, 2021.
Sampling
The researcher implemented a convenience sampling method. The target population were
teachers and administrators with one year of teaching experience who are employed by Fargo
Public School District. According to Fraenkel et al. (2019), a convenience sample was a sample
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of a group of people who (conveniently) are available for the study” (p. 99). The advantage to
convenience sampling is the access and availability to the sample. The disadvantage to
convenience sampling is the possibility of a biased sample (Fraenkel et al., 2019). A crosssectional questionnaire was conducted of teachers’ preschool through high school which
included a variety of information, such as gender, years of experience and grade level taught, and
subject area taught. The questionnaire was emailed to district level administration and
disseminated to staff in September during a district scheduled professional development day
(September 27th, 2021). A district listserv that contained a list of all teachers was used. A
reminder email (with the questionnaire link embedded) was sent out the week of October 11th,
2021. The week of October 11th was a three-day work week, and the teachers and administrators
had additional time to complete the questionnaire. For this study, this researcher selected to
sample participants from one school district, by which they are currently employed, with the
intent to gather authentic information about factors in teacher retention from their current school
district with the hope to implement findings within their current institution
Instrumentation and Materials
The researcher developed the Teacher Retention Questionnaire for Teachers (TRQ4T)
(see Appendix E) and the Teacher Retention Questionnaire for Administrators (TRQ4A) (see
Appendix F) in 2021. Fraenkel et al. (2019) indicates that when developing one’s instrument, it
is important to be clear about variables and provide the meaning and the corresponding question
number, review existing instruments to aid in item format, determine a format for each variable,
develop questions while considering the definition of the variable, review questions with
colleagues for logical validity, revise items based of feedback, pilot the instrument and make
additional revisions, conduct a statistical item analysis with pilot data, and select and revise items
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as needed. Questions were written neutrally to allow for the participant to rate them favorably or
unfavorably. The questionnaire was distributed using a convenience sampling of teachers and
administrators within the Fargo Public School system during a professional development day
with a reminder email sent during a “short” week (i.e., October 11th through 13th, 2021) to allow
for more people to participate during non-instructional, vacation days.
Teacher Retention Questionnaire for Teachers (see Appendix E) and Teacher Retention
Questionnaire for Administrators (see Appendix F) were designed specifically for this research
project.
Teacher Retention Questionnaire for Teachers
The Teacher Retention Questionnaire for Teachers (see Appendix E) developed by this
researcher consists of questions about teacher’s perceptions of their experiences related to
working conditions and school climate; administrative support and leadership practices; and
teacher self-efficacy taking into consideration current and ongoing impacts of COVID-19. The
questionnaire contained nine demographic questions which are multiple choice, slider, or short
answer. One teacher retention short answer question was included. School environment and
climate questions contains 17 elements garnered from the literature review that participants were
to rate on a mix of Likert scale and slider type questions. Administrative support and leadership
practices area contains 24 related factors from the literature review that participants rate using
slider scales. Teacher self-efficacy contains 12 elements from the Teachers’ Sense of Efficacy
Scale (Tschannen-Moran & Woolfolk Hoy, 2001). The questions for the Teachers’ Sense of
Efficacy Scale were rated by participants using a slider scale. Ten elements relating to COVID19 were answered using Likert scale, slider scale, and short answer.
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Demographic information includes gender, years of teaching experience, number of
buildings in which they have taught, reasons for leaving previous position (with an optional short
answer to explain their departure reasons), adequacy of compensation, highest postsecondary
degree held, current grade level, and current content area they teach. The questionnaire dispersed
each factor (i.e., working conditions and school climate; administrative support and leadership
practices; and teacher self-efficacy) along with demographic information throughout the
questionnaire. Each teacher rated various elements using a Likert scale of assorted items within
the literature review found to impact teacher retention. The information related to working
conditions and climate; administrative support and leadership practices; and teacher’s selfefficacy were presented in a Likert format. Teachers’ Sense of Efficacy Scale-Short Form was
used to correlate working conditions and teacher self-efficacy. Teachers’ Sense of Efficacy
Scale-Short Form was presented in its entirety using a slider scale format (Tschannen-Moran &
Woolfolk Hoy, 2001). Teachers were asked to complete a Likert and slider rating of the impacts
that COVID-19 has had on them personally and professionally. The follow up question allowed
teachers to rate COVID using a slider to indicate the impact COVID-19 has had on them
personally and professionally. Questions from Leadership in Times of Crisis (Boin et al., 2013)
allowed teachers to rate administrator’s responses to two separate crises: teacher retention and
COVID-19. One open-ended question provided teachers the opportunity to share how COVID19 has impacted the teacher shortage and teacher retention.
The Teacher Retention Questionnaire for Teachers contained one open-ended question
related to COVID-19. This open-ended question assisted in fundamentally determining how the
teacher and administrator appraise COVID-19 regarding their professional practice as well as
personal impacts.
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Teacher Retention Questionnaire for Administrators
The Teacher Retention Questionnaire for Administrators provided administrators the
opportunity to answer questions about their impressions of the teachers in the building related to
working conditions and school climate; administrative support and leadership practices; and
teacher self-efficacy, in addition to the ability to self-report their leadership response to the two
crises of COVID-19 and teacher retention.
The Teacher Retention Questionnaire for Administrators consisted of nine demographic
questions which were multiple choice or short answer. Eighteen questions were asked of
principals directly about teacher retention which were either multiple choice, slider scale, short
answer, or ranking. Two short-answer questions about teacher retention were included. School
environment and climate questions contained two questions with 17 different elements, garnered
from the literature review, that administrators rated how they believe their teachers would rate
each using slider scale and short answer responses. Administrative support and leadership
practices area contained 18 factors from the literature review that participants rated on short
answer, multiple choice, and slider scales. The administrative support and leadership practices
questions allowed building administrators to self-report the activities they perform to support
teachers. Questions related to COVID-19 included ten questions on the impacts COVID-19 had
on them professionally, as well as personally, using a slider scale.
To get a holistic view of teacher retention, the researcher obtained teacher’s viewpoints
of their practice as well as their thoughts about their building leader. To close the loop, input
from administrator’s perceptions of teachers’ viewpoint on the school environment and selfefficacy, and a self-evaluation on their perception of their instructional leadership. The
administrator questionnaire had administrators viewing the factors of school environment and
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climate, teacher self-efficacy, and COVID-19 while sharing their self-reflection about their
leadership, as well as their responses to the crises of teacher retention and COVID-19.
Assessment of Leadership in Times of Crisis
The Assessment of Leadership in Times of Crisis was used in the development of the
questionnaire for teachers to rate their building principal and for principals to self-report their
leadership in relation to the crises of teacher retention and COVID-19. Boin et al. (2013)
developed 10 tasks and “look for” questions for each task to determine if the crisis management
was successful. The tasks and “look for” questions include:
Task #1: Early Recognition: Did leaders create conditions that facilitate early
recognition?
Task #2: Sensemaking (ability to make informed decisions using a well-rehearsed
method): Did leaders create, facilitate, and rehearse a sensemaking method?
Task #3: Making Critical Decision: Did leaders carefully deliberate which decisions they
should make, and did they decide after some form of due process?
Task #4: Orchestrating Vertical and Horizontal Coordination: Did crisis leaders monitor
and address forms of vertical and horizontal cooperation? Did they facilitate effective
cooperation and intervene where cooperation was lacking or dysfunctional?
Task #5: Coupling and Decoupling: Did crisis leaders actively monitor the state of
critical (life-sustaining) systems and the connections between them? Did they access
expertise regarding these critical systems?
Task #6: Meaning Making: Did crisis leaders offer a clear interpretation of the crisis and
explain how they intended to lead their community out of it?
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Task #7: Communication: Did crisis leaders actively cooperate with their
communications professionals to ensure they had the timely and correct information for
dissemination to the public?
Task #8: Rendering Accountability: Did leaders make an effort to present a transparent
and constructive account of their (in)actions before and during the crisis?
Task #9: Learning: Did leaders allow for reflection on the effects of chosen courses of
action, did they encourage and tolerate negative feedback, and did they record crisis
management procedures to facilitate learning by outsiders?
Task #10: Enhancing Resilience: Did leaders actively involve themselves in crisis
preparations? (p. 82-87).
This comprehensive, evaluative framework of crisis leadership was intended to be
utilized before, during, and after any crisis. Teacher Retention Questionnaire for Teachers and
Teacher Retention Questionnaire for Administrators were developed by adapting Boin et al.’s
(2013) questions to fit the scope of education and the crises of teacher retention and COVID-19.
In the questionnaire, questions about COVID-19 and teacher retention were a
combination of short answer and slider scale to be answered by teachers and building
administrators regarding the building leaders’ response to COVID-19 and teacher retention. The
questionnaires were designed in association with the factors specified in the Social Cognitive
Theory using the triadic reciprocal causation (see Figure 1) (e.g., behavioral factors,
environmental factors, and personal factors) and research on factors that influence teacher
retention. Teacher Retention Questionnaire for Teachers was implemented to determine what
factors influence a teacher’s decision to remain in their current school. Data collected from the
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questionnaire was used to better understand the factors that influence a teacher’s decision to
leave their teaching position, in the hope to improve teacher retention.
Teachers’ Sense of Efficacy Scale
To get a deeper understanding of an individual’s self-efficacy, Teachers’ Sense of
Efficacy Scale-Short Form (TSES-Short Form) questions were embedded in the questionnaire to
better understand teacher’s thoughts about their teaching practice. The Teachers’ Sense of
Efficacy Scale was developed by Tschannen-Moran and Woolfolk Hoy in 2001 to quantify
teacher self-efficacy. Using factor analysis, three correlated factors has been consistent. These
include efficacy in student engagement, efficacy in instructional practices, and efficacy in
classroom management. Due to the length and number of questions, the short form was
determined to measure the construct of teacher self-efficacy.
A pilot questionnaire was given in August to review if the questions are clear or
misleading and changes were made based on the feedback received. The author talked with the
district superintendents, and/or the district director of standards-based instruction who
coordinates professional development, to review the questionnaire dissemination and how to
garner the best return rate. Additionally, superintendents encouraged staff to complete the
questionnaire. The goal was to garner as many responses as possible to increase the validity of
the questionnaire.
Data Collection
Two quantitative questionnaires were developed to gain information from teachers and
building administrators regarding teacher retention within a Midwest public school district. Each
teacher and administrator received an email related to their current position as a teacher or an
administrator to request their participation in the questionnaire. This request was made through
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the individual’s school email account as listed in the employee directory and staff listserv. The
email invitation included a summary of the research details and a link to enter the questionnaire
for the study via a Qualtrics® survey.
The teacher’s questionnaire includes ten demographic questions, 17 questions related to
working conditions and school climate, 24 questions connected to administrative support and
leadership practices, 12 questions associated with teacher self-efficacy, ten questions focused on
teacher retention, and ten questions linked to COVID-19.
The administrator’s questionnaire contains nine demographic questions, 17 questions
connected to working conditions and school climate, 18 questions about their current
administrative support and leadership practices, 18 questions addressing views on teacher
retention, and ten questions associated to COVID-19.
The estimated time to completion of each questionnaire was approximately 10 minutes
for the teacher questionnaire and 8 minutes for the administrator questionnaire. The first email
invitation was sent on September 27th during a district professional development day. Both
questionnaires included multiple choice, short answer, Likert scale, and slider scale elements
found through the research to impact teacher retention, an adapted versions (to accommodate this
research topic of teacher retention) of the Assessment of Leadership in Times of Crisis, and
Teachers’ Sense of Efficacy Scale. Providing the teacher or administrator decided to participate,
they would click the link to Qualtrics®. Once in Qualtrics®, participants provided informed
consent and the option to discontinue participation at any time. The first screen in Qualtrics®
required the participant to select between Yes, I consent and No, I do not consent. If the
participant selected No, I do not consent, skip logic was enacted taking them to the end of the
questionnaire.
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The first invitation to participate was sent on September 27th with a closing date of
October 22nd (25 calendar days). September 27th was selected as it was a district professional
development day. October 22nd was selected as that week was a three-day work week with
teachers being off and administrators either working in their building or attending North Dakota
Council of Exceptional Leaders conference on October 21st and 22nd. The questionnaires would
be open 25 calendar days. Reminder emails would be sent on October 6th and October 18th to
encourage participation.
Data Analysis
Data analysis was conducted using SPSS. The researcher collected qualitative responses
and historical data from district exit interview data to support the findings of quantitative
research.
The questionnaires were created using Qualtrics® and the qualitative portion of the data
was analyzed through statistical software programs SPSS® and Laerd®, Measures of central
tendency (i.e., means, medians, modes); measures of dispersion (i.e., standard deviations,
ranges); frequencies and percentages; inferential statistics (i.e., Pearson correlation); figures (i.e.,
scatterplots); and tables were used (Fraenkel, 2019). To gain insight into the impact of the
COVID-19 pandemic, qualitative data was collected through short answer questions in addition
to the district’s exit interview data. In addition, content analysis was used to analyze qualitative
date from short answer questions in the questionnaires (Creswell & Poth, 2018).
In addition, this researcher planned to review previous exit interviews of teachers that the
district requires all employees to complete before leaving to add to the data to reflect a historical
perspective regarding reasons teachers leave Fargo Public School.
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Hypotheses and Research Questions
Hypothesis
This study hypothesizes that there is an association between teacher retention and the
impacts of environmental and humanistic influences related to working conditions and climate;
administrative support and leadership practices; and teacher’s self-efficacy.
Null Hypothesis
There is no association between teacher retention and the impacts of environmental and
humanistic influences.
Research Questions
1) How do working conditions and school culture (i.e., school size, SES,
standardized test, building cleanliness, available resources, and student
ethnicity) correlate with teacher retention?
2) How do principal administrative support and leadership practices (i.e.,
professional development, discipline, celebrating success, teacher leadership
and input) correlate with teacher retention?
3) How does teacher self-efficacy (i.e., instructional, student motivation,
classroom management, and technology) correlate with teacher retention?
4) How has COVID-19 impacted teacher retention?
5) How do teacher demographic factors (i.e., years of experience, gender,
educational level, ethnicity, grade level, subject/content) correlate with
teacher retention? (Explore the impact of family on teacher’s decisions
regarding retention).
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Research Questions and Systems Alignment
Alignment between the research questions and the questionnaire to ensure the constructs
are each measured in a qualitative study. Table 2 describes the alignment between the research
questions for this study and the methods used to ensure the variables have been accounted for
adequately. Three constructs related to teacher retention in the areas of working conditions and
school climate, administrative support and leadership practices, teacher self-efficacy, and
COVID-19. The validity and reliability of each of the constructs were determined once the
questionnaire deadline has completed.
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Table 2 Research Question(s) Alignment
Research Question(s) Alignment to Variable and Instrument
Research Question

Variable

Design

Instrument

Validity &
Reliability

RQ 1:
How does working
conditions and school
climate (i.e., school size,
SES, standardized test,
building cleanliness,
available resources, &
student ethnicity) correlate
with teacher retention?

working conditions &
school climate

correlational

Teacher Retention
Questionnaire for Teachers

RQ 2:
How does principal
administrative support and
leadership practices (i.e.,
professional development,
discipline, celebrating
success, teacher leadership
& input) correlate with
teacher retention?

administrative support &
leadership
practices

correlational

Teacher Retention
Questionnaire for Teachers
Leadership in Times of
Crisis-teacher report

teacher retention

Teacher Retention
Questionnaire for
Administrators

teacher self-efficacy

Source

NA

questionnaire

teachers

NA

questionnaire

administration

NA

questionnaire

teachers

Teacher Retention
Questionnaire for
Administrators

teacher retention

Leadership in Times of
Crisis-administrator report

RQ 3:
How does teacher selfefficacy (i.e., instructional,
student motivation,
classroom management,
and technology) correlate
with teacher retention?

Technique

correlational

Teacher Retention
Questionnaire for Teachers

NA
administration
NA

NA

NA

teacher retention
TSES-Short Form
NA

questionnaire

teachers
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Research Question

Variable

Design

Instrument
Teacher Retention
Questionnaire for
Administrators

RQ 4:
Has COVID-19 impacted
teacher retention?

COVID-19

correlational

Teacher Retention
Questionnaire for Teachers

Validity &
Reliability
NA

NA

Technique

Source
administration

questionnaire

teachers

teacher retention
Teacher Retention
Questionnaire for
Administrators

RQ 5:
How do teacher
demographic factors (i.e.,
years of experience, gender,
educational level, ethnicity,
grade level,
subject/content) correlate
with teacher retention?

118

teacher demographics
administrator
demographics
teacher retention

correlational

Teacher Retention
Questionnaire for Teachers
Teacher Retention
Questionnaire for
Administrators

administration

NA

NA

questionnaire

teachers

NA
administration
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To show the alignment of each question to each construct, Table 3 aligns the question to
the construct and question type for each of the construct for the Teacher Retention Questionnaire
for Teachers and the Teacher Retention Questionnaire for Administrators. According to Fraenkel
et al. (2019), a good questionnaire measures what it is supposed to measure with confidence.
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Table 3 TRQ4T and TRQ4A: Alignment of Construct to Questionnaire Item
Teacher Retention Questionnaire for Teachers(TRQ4T) & Teacher Retention Questionnaire for Administration (TRQ4A): Alignment
of Construct to Questionnaire Item

Questionnaire Measure

Teacher Retention Questionnaire for Teachers
(TRQ4T)

Teacher
Retention
T1

School Environment & Administrative Support & Leadership
Climate
Practices
T5a-q

T2 a-c

T6a-r

Teacher SelfEfficacy
T8a-l

COVID- Demographic
19
T13a-f

T12a-e

T7
T9

T3a-e

T10; T 11

T4

T14
T15
T16
T18
T19

Teacher Retention Questionnaire for
Administrators (TRQ4A)

A1
A2a-c

A6a-q

A7a-r
A12a-e

NA

A11a-f

A7
A8, A9

A3

A10

A4a-e

A13

A5

A14

A14

A15
A16
A17
A18
A19
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Table 4 and Table 5 align each question on the questionnaire to the construct to sort the
type of question used to obtain the information.
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Table 4 TRQ4T Questions alinged by Question Type
Teacher Retention Questionnaire for Teachers (TRQ4T) Questions aligned by Question Type

Assessment

Teacher Retention Questionnaire for
Teachers (TRQ4T)

Construct
Teacher Retention (10 items)

Multiple
Choice

Slide Scale Likert Scale
T1; T2a-c;
T3 a-e
T5a-q

Admin. Support & Leadership Practices (24
items)

T6a-r

Teacher Self-Efficacy (12 items)

T8a-l

Demographic (10 items)

T12a-e; T17
a-d
T7; T11;
T9;
T14;T16; T18 T10;T15

TSES-Short Form (12 items)
Assessment of Leadership in Times of
Crisis (ALiTC) (10 items)

Mixed: Multiple Choice & Short
Answer

T13a-f
T11; T19
T8a-l

T3a-e;
T12a-e

Short Answer
T4

Working Conditions (17 items)

COVID-19 (10 items)

Rank Order
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Table 5 TRQ4A Questions aligned by Question Type
Teacher Retention Questionnaire for Administrators(TRQ4A) Questions aligned by Question Type
Assessment

Teacher Retention Questionnaire for
Administrators (TRQ4A)

Construct
Teacher Retention (18 items)
Working Conditions (17 items)

Admin. Support & Leadership Practices
(18 items)

Multiple Choice

Slide Scale
A1; A2a-c; A4ae
A6a-q

Assessment of Leadership in Times of
Crisis (ALiTC) (5 items)

A14 a-g

A3; A5

A7a-r

COVID-19 (10 items)
Demographic (9 items)

Likert Scale Rank Order Short Answer Multiple Choice & Short Answer

A11a-f;
A12a-e
A10; A13;A15; A8; A16; A18;
A17
A19

A9

A12a-e
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Procedures and Timeline
The research process began with obtaining IRB Approval (see Appendix A),
Authorization from Fargo Public School to conduct research within the school district (Appendix
C), and a letter of support from Fargo Public School was also obtained (see Appendix D).
The development of the questions for the Teacher Retention Questionnaire for Teachers
and the Teacher Retention Questionnaire for Administrators were taken directly from the
research on the topics of school environment and climate, administrative support and leadership
practices, and teacher self-efficacy. Each of the broad topics has been found to impact teacher
retention. Each of the three topics had recurring factors that research has indicated to encourage
or discourage teacher retention. The researcher categorized these contributing factors into one of
the three categories. Factors for each construct were selected based on the literature reviews with
factors that were reoccurring across multiple studies to be included, as well as judgement of the
researcher based on their professional experiences. Feedback on the questionnaire provided by
the execution of a pilot of the questionnaire and through the committee members was used to
revise wording.
Once the questionnaire was finalized, the questionnaire was distributed on September
27th during a district professional development training using a district listserv that contains a list
of all teachers. A reminder email (with the questionnaire link embedded) was sent out the week
of October 11th, 2021. The week of October 11th was a three-day work week, with the intention
that teachers and administrators had an additional two workdays to complete the questionnaire.
Data was collected and housed in Qualtrics® survey software. The questionnaire
collected quantitative data centered around teacher retention and three constructs that research
has indicated as significant in teacher retention. This study concentrated on school environment
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and climate, administrative support and leadership practices, teacher self-efficacy, and COVID19. Embedded within the Teacher Retention Questionnaire for Teachers are questions adapted
from the Teachers’ Sense of Efficacy Scale. The Teacher Retention Questionnaire for Teachers
and Teacher Retention Questionnaire for Administrators contain questions adapted from the
Assessment of Leadership in Times of Crisis and Teachers’ Sense of Efficacy Scale. Upon the
participants completion of the questionnaire, Qualtrics® was used to collect the quantifiable
data, as well as protect the anonymity of the respondents. After the closing of the questionnaire,
the research uploaded the results to SPSS® and Laerd® for analysis. The researcher evaluated
the data to determine correlational relationship among teacher retention and the construct studied
in this project which allowed for data to be analyzed with minimal transcription errors.
Ethical Considerations
Ethical considerations and protection of the participants in the study were important and
their safety was essential to the researcher. There were no known risks related to the participants
in either of the groups of partipatnts taking the questionnaire. Although the questions on the
questionnaire provided demographic information, the questionnaire was anonymous. As able,
identifiable information was removed. Information related to specific buildings was not included
to allow for teachers and administrators to answer honestly and to ensure responses were not
used as a judgment of any individual or any buildings’ performance. The feedback from
participants was analyzed to support teacher retention.
During the development of each questionnaire, the researcher kept in mind the dignity
and privacy of each of the and attempted to anticipate any questions that could be misconstrued
or damaging to any person or group. Each participant referred to using the line item on the
Qualtrics® data collection system. Data collection documents were secured via encryption
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methods and housed in the researcher’s password protected computer. Only the researcher had
access to the computer password protected documents.
Full consent of the participants was gained upon entry into the questionnaire via the
Qualtrics® URL link provided to the emailed invitation to all teachers and administrators to
request their participation. After reading the informed consent letter, participants who agreed to
participate, selected the radio button stating Yes, I will participate and were moved to the next
question. With each following question, the participant had the opportunity to continue with the
questionnaire or exit out of the questionnaire. Participation in the questionnaire was solely
voluntary by teachers and administrators.
Those who did not agree to participate indicated this by not opening the Qualtrics® link,
or by declining participation selected the radio button stating No, I will not participate. Those
who clicked the radio button stating No, I will not participate were taken to the end of the
questionnaire and thanked for their time.
The researcher would be remiss in not disclosing their employment by the school district
as a teacher, principal, and a district-level administrator over the past 28 years and over the
course of their 35-year career in education. Threats to internal validity were used to circumvent
any biases (See Table 1).
Upon completion of this project, the District Office received a copy of the completed
research to use as they see fit.
Conclusion
This chapter outlined the research methods of this study. This post-positivist
confirmatory correlational research obtained data from teachers and administrators to determine
correlations among factors that influence teacher retention. Based on research, data from the
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areas of working conditions and school climate; administrative support and leadership practices;
and teacher self-efficacy was collected. A quantitative study aided in the study of phenomena of
teacher retention through the collection of data to understand of teacher’s perceptions of
administrative support and leadership practices as well as teacher self-efficacy using Teachers’
Sense of Efficacy Scale. In addition, administrator’s self- assessment of their leadership provided
their perceptions of what they believe their teachers thoughts are about working conditions and
school climate, and teacher self-efficacy.
Chapter four presents and analyzes the findings of the study using tables and statistical
analyses along with a narrative of the findings as related to each of the research questions about
teacher retention. The chapter concludes with a summary of the findings.
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CHAPTER 4: RESEARCH RESULTS
Teacher retention and teacher attrition has become a decisive factor negatively impacting
the educational system in the United States. The teacher shortage problem is compounded by the
fact that there are fewer graduates from teacher preparation programs. Those teachers who
remain in the field can select schools and districts who meet their professional and personal
aspirations. The two issues of teachers leaving the education compounded by COVID-19 and
dwindling numbers of teachers entering the field have reached dangerous proportions. The
National Center for Educational Statistics (NCES) (n.d.) projected an increase of the number of
elementary and secondary teachers by seven percent between 2016 and 2028 to 3.9 million
teachers. Due to the COVID-19 pandemic, this trend is likely higher due to the number of
teachers leaving the field, teachers retiring, and additional teachers being hired because of
Elementary and Secondary School Emergency Relief (ESSR) funds provided by the federal
government to aid in “closing the gap.” The pupil/teacher ratio steadily declined from 15.7 in
2003 to 15.4 in 2016 and is projected to reach 14.7 by 2028 (National Center for Educational
Statistics [NCES], n.d.). The projections and the actuality of the student to teacher ratios
decreasing appear divergent due to the number of teachers leaving and retiring, lack of postsecondary students entering the field of education while the number of students attending public
schools remains constant or slightly increasing (Carver-Thomas & Darling-Hammond, 2017).
Although the enrollment for students in public and non-public was expected to increase from
2016 to 2028 by nearly one million students, the data show that in 2016 there were 56.4 million
students, who have remined steady through 2022 (NCES, n.d.). When looking at actual
enrollment of public schools, there was a decrease of student enrollment from 50.7 million in
2019 to 49.4 million in 2020. This appears reflective of COVID-19 and parental decisions to
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enroll their children in non-public schools or home education (NCES, n.d.). In addition, the
number of post-secondary students graduating with degrees in education went from an all-time
high of 176,324 in 1970-71 to 83,946 in 2018-19 (NCES, n.d.). While the number of students
enrolled in college to become teachers is decreasing, an increased number of teachers are leaving
the classroom at a time when the funding to hire additional teachers is increasing due to
specialized programming (i.e., Title programs) and ESSR to support student achievement. Garcia
and Weiss (2019a) indicate that without significant changes to education, staffing shortages will
continue to mount. They also stated that the annual teacher shortage could reach a deficit of
nearly 200,000 teachers by 2025. While in a “typical year”, approximately sixteen percent of
teachers leave their job (Carver-Thomas & Darling-Hammond, 2017). According to Steiner &
Woo (2021). twenty percent of teachers reported that COVID-19 was a factor in their decision
and 50% indicated they were considering other job opportunities outside of education.
Purpose of the Study
This post-positivist confirmatory correlational research study compared several factors
impacting the retention of educators as identified by the literature as well as the researcher’s
teaching and administrative experiences. The researcher’s role as a former teacher and current
building administrator piqued interest in what influences played a role in retention for teachers
and how administrators viewed themselves as instrumental in supporting retention in comparison
to teachers. The factors found in the literature were synthesized to develop a compilation of
factors placed in three broad categories which included a) working conditions and school climate
(i.e. student demographics [behavior, socioeconomic status, attendance, parent involvement],
environmental factors [cleanliness, lighting, heating], and district factors [salary, work load/class
size, Title I status]), b) administrative support and leadership practices (i.e., support with
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discipline, feedback, coaching, teacher voice, value teacher time, recognition & celebrations,
data driven, communication, support among colleagues), and c) teacher self-efficacy (i.e.,
classroom management, motivation, value learning, instructional practices, differentiation,
parental communication & support). The research authenticated and confirmed current teacher
beliefs impacting teacher retention. This study explores the level of association between various
research-based factors found to impact teacher retention by practicing educators. The knowledge
this research provides adds to the literature on teacher retention from the perspectives of teachers
and administrators.
Although many factors can contribute to teacher retention, this phenomenon is also
impacted by an individualized set of circumstances. The intent of this study was to determine the
factors correlated to teacher retention as well as identify and differentiate the relative association
of factors that fall under the purview of educational leaders (e.g., leadership practices) and that
could become part of a strategic approach to increase teacher retention rates versus those factors
entirely disconnected from the purview of the school system (e.g., family matters). These
variables were analyzed in the context of several demographic predictors to better understand
their association with teacher retention. Two questionnaires, one for teachers and one for
administrators, gathered information on working conditions and school climate, COVID-19, as
well as administrative support and leadership practices. Teacher-self efficacy was addressed only
in the teacher questionnaire. The teacher survey included questions regarding opinions about
working conditions and climate, administrative support and leadership practices, teacher selfefficacy, and the impact of COVID-19 pandemic had on their professional and personal life, as
well as the impact COVID-19 pandemic had on their opinion about teaching. The administrator
questionnaire contained questions for administrators regarding their ability to support their
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teachers, and their perceptions of what teachers are experiencing in the areas of working
conditions and climate, a self-report of administrative support and leadership practices that they
actively do to retain teachers, and the impact of COVID-19 pandemic has had on them, as
administrators, and their teachers professionally and personally. The COVID-19 pandemic was
qualitatively accounted for via open-ended questions in the teacher and administrator
questionnaires.
Null Hypothesis
Working conditions and climate; administrative support and leadership practices; and
teacher’s self-efficacy are not associated with teacher retention.
Alternate Hypothesis
Working conditions and climate; administrative support and leadership practices; and
teacher’s self-efficacy are associated with teacher retention.
The analysis of the data in this chapter is organized by the five research questions, these
were:
Research Questions
1) How do working conditions and school climate (i.e., school size, SES,
standardized test, building cleanliness, available resources, and student
ethnicity) correlate with teacher retention?
2) How do administrative support and leadership practices (i.e., professional
development, discipline, celebrating success, teacher leadership and input)
correlate with teacher retention?
3) How does teacher self-efficacy (i.e., instructional, student motivation,
classroom management, and technology) correlate with teacher retention?
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4) How has COVID-19 impacted teacher retention?
5) How do teacher demographic factors (i.e., years of experience, gender,
educational level, ethnicity, grade level, subject/content) impact teacher
retention.
Participants
This study has two different participant groups: teachers and administrators. Two
separate questionnaires were developed to obtain two different professional perspectives on the
same issue of teacher retention and several factors and the impact of COVID-19. The
questionnaires were completed by 324 Fargo Public Schools (FPS) teachers and 26 FPS
administrators. The demographic information is presented below by teachers and administrators.
Teachers
Of the 324 teacher participants, the greater majority were White (87.0%), married
(71.9%), women (71.0%) and working as elementary teachers (42.3%) (see Table 10). The ages
of the teacher participants ranged from 23 to 65 years old with a mean age of 42.92. Overall, the
teachers were highly educated, with the larger number of teachers having a master’s degree
(65.7%) or a bachelor’s degree with additional credits (18.2%). The greatest number of teachers
(65.2%) had ten or more years of teaching experience (see Table 6).
Table 6 Teacher Participant Demographic Characteristics
Teacher Participant Demographic Characteristics
Participant Characteristics

n

%

230
60
2
4
28

71.0
18.5
0.6
1.2
8.6

Gender
Women
Men
Other
Prefer not to say
Did not answer
Ethnicity
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White/Caucasian
Black or African American
American Indian or Alaska Native
Asian
Hispanic/Latinx
Native Hawaiian or Pacific Islander
Biracial
Other
Did not answer
Marital Status
Married
Widowed
Divorced
Separated
Never married
Other
Did not answer
Highest post-secondary degree
Bachelor degree
Bachelor degree with additional credits
Master degree
Specialist degree
Doctorate degree
Did not answer
Current grade level teaching
Preschool
Elementary
Middle level
High school
Did not answer
Current content area teaching
General education/core content
Specialist/other instructional area
Special education
English learner
Did not answer
Number of years teaching (including this year)a
First year
Second year

133
n
282
0
2
1
0
0
0
7
32

%
87.0
0
0.6
0.3
0
0
0
2.2
9.9

233
1
15
0
33
11
31

71.9
0.3
4.6
0
10.2
3.4
9.6

12
59
213
6
3
31

3.7
18.2
65.7
1.9
0.9
9.6

8
137
57
87
35

2.5
42.3
17.6
26.9
10.8

152
82
65
6
19

46.9
25.3
20.1
1.9
5.9

9
9

2.8
2.8
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Third year
Fourth year
5-9 years
10-20 years
21-30 years
31 or more years
Did not answer
Participant Characteristics
Min

n
17
10
51
100
80
31
17
Max

134
%
5.2
3.1
15.7
30.9
24.7
9.6
5.2
M

SD

Agea

23

65

42.92

10.68

Number of Buildings’

1

10

3.63

2.23

Note. n = 324. a n = 290. bn = 289
Administrators
Of the twenty-six administrator participants, the majority were White (92.3%) and
married (88.5%) (see Table 7). There was an even distribution between women (46.2%) and men
(46.2%), while elementary administrators had 12 administrative participants, middle level had
only two, and high school had seven participants (see Table 7). The ages of the administrator
participants ranged from 35 to 57 years with a mean age of 48.88 years. The administrators held
advanced degrees, with most administrators having a master’s degree (n = 19 or 73.1%), a
specialist degree (n = 2 or 7.7%), or a doctorate degree (n = 4 or 15.4%). Of the twenty-six
administrator participants, one participant (3.8%) was a preschool administrator, twelve (46.2%)
were elementary administrators, two (7.7%) were middle level administrators, seven were
(26.9%) high school administrators, and three (11.5%) claimed to be “other administrator” (i.e.,
principal). Administrator participants’ professional experience ranged between four and 26 years
of teaching experience (an average of 14.16 years of teaching experience) and between one and
32 years of administrative experience (an average of 11.56 years of administrative experience).
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Table 7 Administrator Participants’ Demographic Characteristics
Administrator Participants’ Demographic Characteristics
Participant Characteristics

n

%

Women

12

46.2

Men

12

46.2

Prefer not to say

1

3.8

Did not answer

1

3.8

White/Caucasian

24

92.3

Black or African American

0

0

American Indian or Alaska Native

0

0

Asian

0

0

Native Hawaiian or Pacific Islander

0

0

Biracial

0

0

Other

1

3.8

Did not answer

1

3.8

Married

23

88.5

Widowed

0

0

Divorced

1

3.8

Separated

0

0

Never married

1

3.8

Did not answer

1

3.8

Bachelor degree

0

0

Bachelor degree with additional credits

0

0

Master degree

19

73.1

Specialist degree

2

7.7

Doctorate degree

4

15.4

Gender

Ethnicity

Marital Status

Highest post-secondary degree
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Participant Characteristics

n

%

1

3.8

Preschool

1

3.8

Elementary

12

46.2

Middle level

2

7.7

High school

7

26.9

Other administrator

3

11.5

Did not answer
Current grade level

Participant Characteristics a

Min

Max

M

SD

Age

35

57

48.88

6.33

Teaching Experience

4

26

14.16

6.56

Administrative Experience

1

32

11.56

8.99

Number of Different Buildings

1

15

4.32

2.77

Note. n = 26. a n = 25.
Research Methodology
To determine clarity and ease of use of the questionnaire, each questionnaire was piloted
by people who were not part of the research sample to confirm the survey was user friendly and
questions were clear and understood by participants. Two separate databases, one for teachers
and one for administration, were used for this research. Missing data was addressed by complete
case deletion for data that were less than 60% complete. No names or identifiable numbers were
collected, and survey answers cannot be traced to specific individuals. A post-positivist paradigm
approach was used, allowing the researcher to use multiple perspectives that was primarily
quantitative with a few qualitative questions and a variety of data analysis to determine the
interconnectedness of many variables with the dependent variable of the study (i.e., retention)
(Creswell & Poth, 2018).
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In preparation to analyze the data, the researcher determined whether the data met the
parametric assumptions to run a correlation. The assumptions were: assumption 1: both variables
should be continuous at the interval or ratio level; assumption 2: two variables represent paired
observations; assumption 3: there are no significant outliers; and assumption 4: variables should
have approximate normal distribution. Upon review, through visual inspection of the histograms
along with skewness and Kurtosis values, assumption 4 was clearly violated as there was not a
linear relationship between paired data. Figures 18-21 provide additional visual confirmation if
the skewed nature of the distributions of the main research variables for both, teachers, and
administrators. Because of this, the researcher utilized the non-parametric correlation test,
Spearman’s rho, to test the hypothesis of the study.
Figure 18 Teachers’ Appraisal of Retention Score Distribution
Teachers’ Appraisal of Retention Score Distribution
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Figure 19 Administrators’ Appraisal of Retention Score Distribution
Administrators’ Appraisal of Retention Score Distribution

Figure 20 Teachers’ Appraisal of Self-Efficacy Score Distribution
Teachers’ Appraisal of Self-Efficacy Score Distribution

138

TEACHER RETENTION: FACTORS OF SUCCESS

139

Figure 21 Administrators’ Appraisal of COVID-19 Impact Score Distribution
Administrators’ Appraisal of COVID-19 Impact Score Distribution

According to Schober et al. (2018) and Laerd® (2016), a Spearman’s rank-order
correlation can be used for associating a measure of strength and direction between a monotonic
relationship between two continuous variables. Spearman’s correlation coefficient, a
nonparametric version of the Pearson correlation coefficient, was used to measure the degree of
association between two variables. Spearman’s rank order calculates a coefficient of direction
and strength. The coefficient is labeled rs or ρ (pronounced “rho”).
-1< rs < 1
In the formula, di is the difference between the two ranks of each observation and n is
equal to the number of observations. The degrees of freedom (rs) for n-2 which is the number of
data points minus 2 (Laerd®, 2022).
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Qualitative commentary by teachers (n = 231) and administrators (n = 17) provided
much insight on their feelings about teacher retention in the open-ended question: In your
opinion, how was COVID-19 impacted teacher shortage and teacher retention? At this time, a
formal content analysis for the qualitative data was not conducted for this research; however,
salient commentary was included in each research question that served to better understand the
quantitative data. Coding of the qualitative data could be a future study. However, the researcher
shared some of the commentary received as it is indicative of the mood and how overwhelmed
teachers and administrators felt based on stress and pressures from students, parents, and the
community.
The preceding section provided a description of the demographic data. The following
section addresses each one of the research questions. The data are organized into two sections
within each research question: 1) teachers’ data and 2) administrators’ data. Statements from the
open-ended question, “In your opinion, how has COVID-19 impacted teacher shortage and
teacher retention?”, were organized by themes. These themes were then utilized to support
understanding of quantitative outcomes. It is worth noting that some of the statements addressed
several variables at once. Some of the participants’ statements addressed several variables within
the study and were placed under a variable to strengthen the viewpoint. Each participant’s
statement relating to retention is included in its entirety to ensure participant’s comments were
not taken out of context.
Retention
To collect data specifically on retention, the following was asked, “What are the chances
of you remaining at your current building for the next school year (2022-23)?” To answer this
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question participants used a 10-point slider scale (i.e., 0 = “extremely low” and 10 = “extremely
high”).
Teachers. The retention mean score was 7.87 out of 10 with 10 being “extremely high”
chance of staying. Based on the frequency, 34.9% of teacher participants reported an “extremely
high” chance of remaining in their current location. On a 10-point slider scale, the teachers who
ranked their likelihood of staying at an eight or better was 76%. Appendix G contains the
teachers’ frequency data for the item relating to retention used in the composite score. Data from
one qualitative question (i.e., In your opinion, how has COVID-19 impacted teacher shortage
and teacher retention?) was also obtained. Table 8 provides relevant quotes associated with openended question.
Table 8 Teachers’ Statements Related to Retention
Teachers’ Statements Related to Retention

Teacher
Demographic
Middle level special
education teacher

High school teacher
with four years of
experience

Retention
Teacher Statement
Teacher shortages are tough, I am unsure if it is hitting my school, but
subs are even harder to find. I am afraid to take a personal day or be
sick because I do not believe anyone will want to cover my classroom.
My setting is not easy as it is and I don't have a lot of reliability for
para support. I would feel bad and show up on my day off. I do not
think it's COVID related though, it is just how it is in general. COVID
has not made these issues any better though, they are making the
conditions worse and probably causing more stress to teachers,
teachers are working harder now more than ever before and not
getting the needed recognition, I can't imagine that is adding retention
or making teachers want to stay. (Teacher ID 204)
COVID has exacerbated the problems facing the teaching shortage
and retentions problems. We were already in a sinking ship before the
pandemic; nothing has gotten better. I do not encourage students to
become teachers. This is not sustainable. (Teacher ID 21)
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Retention
Teacher Statement

COVID 19 has made some teachers leave the field of education. It has
also had some teachers move to virtual teaching, so there are fewer
numbers actually in the classroom teaching. The biggest effect on
teacher shortages is however the baby boomer generation is retiring
and the younger people are not choosing education. There are also
few younger people around because in America we have aborted
millions of babies since Roe versus Wade. Those babies are not in the
workforce today because of their deaths caused by abortion. (Teacher
ID 92)
Elementary teacher
In my opinion it has turned prospective teachers to choose an
with 10 to 20 years of alternative career, resulting in fewer people going into education. It
experience
has greatly decreased the amount of substitute teachers as well. I also
feel that Covid has made it apparent that we are replaceable and that
has caused teachers to rethink their career choice. In this current year
we are having more responsibilities and pressure placed on us as we
try to close the gap caused by Covid, all without any extra
paraeducator support and genuine care. We are being told to take
care of ourselves yet are given more things to add into our already
jam packed day. We are being expected to do far more with way less.
The burn out rate is climbing and I fear it will only get worse. This is
the first year I have not found joy in what I do due to the immense
stress and pressure I am feeling. (Teacher ID 403)
Middle level, second COVID-19 has taken a large impact on our teacher retention. There is
year teacher
not a day goes by that we have a full school of teachers and substitute
teachers. (Teacher ID 371)
High school world
I think that at the end of the day, teachers don't feel valued. The fact
language teacher
that parents were trying to recall school board members due to maskmandating shows that parents don't value the teacher in front of their
children.
The work-load [sic] during COVID-19 was huge. I think the burnout
came quickly during the spring of 2020 and then continued on.
(Teacher ID 277)
High school special
I saw more retirements at the start of last year and this year than I
education teacher
have in my other three years of teaching combined. It's very sad as
with 5 to 9 years of
we're losing fantastic veteran teachers, but I understand why. It seems
experience
like there is a lack of clear support and patience from all realms of
education - parents, students, admin, other staff - and it's been a grind
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Retention
Teacher Statement

in the day-to-day experience. The night before receiving this email, I
actually messaged [sic] my brother to ask what the pay and workload
of his career choice is like as I am highly contemplating leaving the
profession after this year. I love my students dearly and seeing what
they are able to [sic] accomplish, but there is so much more that has
been brought down on staff that at a certain point I want to prevent
myself from breaking. (Teacher ID 269)
Elementary teacher
Covid has negatively impacted teachers, making it harder to find
with 21 to 30 years of substitutes (if not impossible) and making many teachers (including
experience
myself) reconsider our career choice. (Teacher ID 224)
Third-year
The workload and other issues in education has me questioning my
elementary teacher
continuation of teaching. I have so much to do and not enough time
and the work keeps piling up that I feel like I can't do everything to the
best of my abilities. Teaching these past two years has made my
mental health decline so fast and I don't feel like I can talk about it or
get support from the admin or anyone. (Teacher ID 238)

Teachers have numerous factors and ideas about how COVID-19 has impacted retention.
Educators are enthusiastic people and have a “calling” to teach. When they decided to become a
teacher, teachers learn during their undergraduate degree and practicums that the job is much
more than teaching. Themes gathered from the retention qualitative data included relationships,
support from colleagues and administrators, salary, workload, professional development,
COVID-19 impacts on students, instruction, and their ability to manage the changes, mental
health, professional development and training, shortage of staff (i.e. teachers, substitute teachers,
and paraprofessionals), lack of feeling valued, and stress.
Administrators. Administrators’ appraisal of teachers’ retention had a mean score of
8.95. Regarding their teachers’ chances of coming back, 90.91% of the administrators scored an
8 or better, meaning they believed that their teachers were highly likely to stay in their current
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location. No administrator answered the open-ended question regarding COVID-19 and
retention. Notice that administrators had a higher mean score for their belief about their teachers’
retention, this is an indication that administrators more highly anticipated teachers staying than
teachers reported.
In summary, using the quantitative question about retention along the open-ended
question linking retention and COVID-19, teachers showed a high chance of staying while
administrators reported a higher mean score for their belief about their teachers’ retention. This
is an indication that administrators more highly anticipated teachers staying than what teachers
reported.
Research Question 1: How do working conditions and school climate (i.e., school size, SES,
standardized test, building cleanliness, available resources, & student ethnicity) correlate
with teacher retention?
Retention and Working Conditions and School Climate
Teachers. To determine whether working conditions and school climate correlated with
teacher retention, data on a variety of factors related to school environment (i.e., school size,
SES, standardized test, building cleanliness, available resources, and student ethnicity), resources
for supports (i.e., available resources, available materials), student characteristics (i.e.,
attendance, motivation, behavior), and parental influences (i.e., involvement, socioeconomic
factors) were collected. The totals for the number of responses in the teacher group and
administration group may be different from the whole due to the number of participants who did
not answer individual questions.
Working conditions and school climate were scored by 84.57% of the participants (n =
274). Working conditions and school climate data were collected using a 4-point Likert scale
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between extremely disappointed, low chance of staying to extremely satisfied, high chances of
staying with a range of questions that addressed environmental factors, demographics of student
population, and district factors. Environmental factors included in the questionnaire included
maintenance of school facilities, environmental factors such as lighting, temperature, space, and
age of building (see Appendix E for the Teacher Retention Questionnaire for Teachers and
Appendix F for the Teacher Retention Questionnaire for Administrators for individual factors
and participants’ responses). Student demographic factors included student diversity, range of
academic performance, student motivation student attendance, socioeconomic status, student
behaviors, student cooperation, and parent involvement. Salary, availability of resources, teacher
induction/mentoring program, class size, teacher workload, Title I status, teacher workload, and
school safety. The results of the Spearman correlation for the variables of retention and working
condition (see Table 9) shows a significant positive correlation between retention and working
conditions and school climate rs(272) = .442, p < .01. The predictor variable of working
conditions and school climate had a minimum score of 25 and the maximum possible of a 68
with a mean of 50.61, a median of 51 and a standard deviation of 8.66. Figure 22 shows a normal
distribution. A score between .40 and .59 is considered a moderate statistically significant score
(Stats Tutor, 2022) (see Table 10)
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Table 9 Teachers’ Descriptive Statistics of Retention and Working Conditions & School Climate
Teachers’ Descriptive Statistics of Retention and Working Conditions and School Climate

n = 324
Mean
Median
Std. Deviation
Minimum
Maximum
Skewness
Kurtosis

Total
Missing

Teacher Working Conditions &
Retention
School Climate
272
274
52
50
7.8713
50.6095
9.0000
51.0000
2.69515
8.65818
0
25.00
10
68.00
-1.293
-.172
.707
-.074

Figure 22 Teachers’ Scatterplot of Retention and Working Conditions & School Climate
Teachers’ Scatterplot of Retention and Working Conditions & School Climate
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Table 10 Correlation of Teacher Appraisal of Retention & Working Conditions & School Climate
Correlation of Teacher Appraisal of Teacher Retention and Working Conditions and School
Climate
Teacher
Retention
.442**

Working
Conditions &
School Climate
n=

<.01
274

Note. **Correlation is significant at the .01 level (2-tailed).
To better understand specific factors included in the composite for working conditions
and school climate, a frequency analysis of 4-point Likert Scale responses by item included in
each composite score was run. Based on the frequencies from responses on the Teacher
Retention Questionnaire for Teachers (TRQ4T), particular questions which scored lower or
higher would indicate factors that support or jeopardize retention. Frequencies and percentages
per question were used to report teachers’ responses (see Table 11). Areas that over 50% of the
teacher participants rated as either “satisfied, with a chance of staying” or “extremely satisfied,
high chances of staying” included maintained school facilities, environmental factors,
availability of essential materials, mentoring program, student diversity make-up, range of
student academic performance, degree of student motivation, student attendance, socioeconomic
status of student population, working in a building with Title 1 status, and student cooperation.
About 25% of the participants scored their answers as “extremely disappointed, low chances of
staying” or “disappointed, low chances of staying” in areas that included student behaviors,
parent participation, teacher workload, salary, and student cooperation.
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Table 11 Teachers’ Responses to Questions in the Working Conditions & School Climate Composite
Teachers’ Responses to Questions in the Working Conditions & School Climate Composite
Working
Conditions &
School Climate
Maintained School
Facilities
n = 306
Environmental
Factors
n = 306
Availability of
Essential Materials
n = 305
Mentoring Program
n = 303
Student Diversity
Make-Up
n = 300
Range of Student
Academic
Performance
n = 306
Degree of Student
Motivation
n = 303
Student Attendance
n = 305
Socioeconomic
Status of Student
Population
n = 303
Student Behaviors
n = 305
Parent Involvement
n = 305
Class Size
n = 305

Extremely
disappointed,
low chances of
staying
1%

Disappointed,
low chances of
staying

Satisfied with
chance of
staying

4.9%

39.5%

Extremely
satisfied; high
chances of
staying
54.6%

2.2%

6.2%

46.7%

44.8%

1.6%

10.8%

45.6%

42.0%

0.7%

12.2%

46.5%

40.6%

0.3%

3.0%

55.3%

41.3%

1.0%

12.4%

55.9%

30.7%

6.6%

23.8%

53.8%

15.8%

3.0%

15.4%

61.3%

20.3%

1.0%

9.2%

63.7%

26.1%

19.0%

25.2%

42.3%

13.4%

7.9%

28.9%

49.2%

14.1%

9.5%

19.0%

45.9%

25.6%
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Conditions &
School Climate

Extremely
disappointed,
low chances of
staying
24.9%

Disappointed,
low chances of
staying
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Satisfied with
chance of
staying

Teacher Workload
28.9%
33.1%
n = 305
Salary
12.9%
31.1%
45.7%
n = 302
Working in
2.7%
13.7%
65.1%
Building with Title
1 Statusa
n = 292
Student
4.6%
26.2%
54.3%
Cooperation
n = 302
School Safety
4.9%
22.0%
48.7%
n = 304
Note. a: Currently, only elementary schools are eligible for Title 1.

Extremely
satisfied; high
chances of
staying
13.1%
10.3%
18.5%

14.9%

24.3%

Themes from teacher participants’ responses to the open-ended question “In your
opinion, how has COVID-19 impacted teacher shortage and teacher retention?” included: salary,
behavior, lack of respect, relationships, workload, as well as health and safety. Table 12 presents
teacher participant quotes related to working conditions and school climate in their entirety to
ensure the selected teacher’s message and thought were conveyed.
Table 12 Teachers’ Statements Related to Working Conditions & School Climate
Teachers’ Statements Related to Working Conditions & School Climate

Teacher
Demographic
Elementary specialist
with over 31 years of
experience

High school teacher
(man)

Working Conditions & School Climate
Statement
I don't believe Covid-19 has the biggest impact on teacher shortage
and teacher retention. The biggest problems for this are student
behaviors, lack of respect from students and parents as well as ill
feelings between the board, administration and teachers during
negotiations and other times of the year. (Teacher ID 384)
I believe that COVID-19 has not been a specific reason for teachers
leaving. However, I believe that it has exacerbated the stress for many
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Demographic
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Working Conditions & School Climate
Statement

teachers and made stressors feel more significant when paired with
the environment we are now in. I am not sure if it has had an effect in
a teacher shortage because I would believe that people who were
already going to school for teaching would likely stay on that track. I
will be curious to see if we have fewer teachers in 4 to 6 years after
what we have been through though. (Teacher ID 352)
Special education
It may play a role for some educators, but I think the BIGGER issues
teacher with 10 to 20
are work overload, lack of administrative support, student behaviors,
years
too many expectations put on teachers (numerous meetings,
constantly adding on things that need to be done yesterday on top of
regular demands/expectations placed on teachers, and oh by the way
now you have to do this training video, etc), lack of curriculum and
materials, and spending too much of our own money on curriculum
and materials needed. (Teacher ID 289)
Second-year
COVID has shown teachers that students, parents, and administration
elementary teacher
do not value the health and safety of teachers. I feel like I am
undervalued, unsupported by my community, and expected to do
impossible things given inadequate resources and support. Student
behavior is appalling and teachers have little to no support from home
or from administration. Our workload is immense, we are not given
the tools needed to teach what is expected of us. Teachers are left out
of communication and decisions but expected to execute the results of
the decisions. I cannot stress enough how frustrating it is to be
expected to procure or create our own materials as part of mandatory
curriculum. Often times [sic] the work to order, print, plan, or make
these things is beyond what we are given before, during, and after the
school day. The salary we are given is inadequate compared to what
we do each year and I feel like if the trend continues as it is, I will
look for a different career. My mental health is negatively affected
[sic] and the pay is not worth the toll on my personal life. (Teacher ID
194)
High school teacher
It has made it glaringly obvious how undervalued teachers are, how
with 10 to 20 years of little society is willing to do their part to support us and their
experience and a
students, and how we are again expected to sacrifice our own mental
Master’s degree
health and physical health as well as our family’s mental health and
physical health for our careers. (Teacher ID 12)
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Demographic
High school teacher
in their fourth year
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Working Conditions & School Climate
Statement

Yes the amount of work that was thrusted upon our shoulders made it
tough to operate. No body [sic] should have the expectation that they
need to work 12 hours a day to keep up with their job. (Teacher ID 39)
Middle school
Some teachers have left. Lots of students complain and don't wear
teacher with 31 or
masks correctly. It is often difficult to deal with middle school students
more years of
who don't want to wear a mask. Naughty behaviors which make
experience
teaching terrible. Who would want to get into education currently.
Teachers are tired and students are ungrateful. (Teacher ID 287)
Third-year
As a third year teacher, I have only taught one semester that was
unaffected by Covid-19. It is just another source of stress for teachers
elementary teacher
- just another thing to worry about. It can be really draining if you
don't know how to prioritize your mental health and balance that with
the responsibilities of the job. If a teacher does not have a good
support system at school (like for new teachers, especially), it could
be detrimental to their willingness to become or stay a teacher. Covid19 has added even more to the already overwhelming amount of work
and responsibilities teachers have. (Teacher ID 153)
Preschool teacher
It has created stress in the classroom and in the work load [sic]
with 21 to 30 years of expected. For those teachers who are already feeling
experience
underappreciated and overworked, covid has magnified those factors.
(Teacher ID 166)
In closure, there was a positive, moderately statistically significant correlation between
the variables of retention and working conditions and school climate. The positive correlation
means that as scores in working conditions and school climate increase do correlate with scores
on retention. This was an indication that teachers appraising their schools as positive places to
work are teachers reporting thinking about staying in the school, while those who judge their
schools as negative locations to work are teachers who are contemplating leaving. Qualitative
data shares the increase in student behavior, lack of appreciation and community support, and
salary as contributing factors to teachers considering leaving the teaching profession.
Administrators. Building level administrators were provided a survey which had them
reflect on their professional practice as well as indicating what they considered impacting the
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retention of teachers. The questions were the same as the questions in the questionnaire for
teachers. The building administration questionnaire included demographic factors specific to
administrators, such as years of administrative experience, as well as ranking reasons why
teachers left their building (see Appendix F).
FPS Department of Human Resources reported 50 building level administrators within
the district (Feist & Berntson, personal communication, July 19, 2021). Twenty-six
administrators completed the questionnaire for a 52% participation rate. While 22 administrative
participants (84.62%) replied to the question about retention in relation to how the administrators
perceive the thoughts of the teachers within their building, 21 of the administrative participants
(81.77%) answered the series of questions related to working conditions and school climate. One
retention question on the administrators’ questionnaire used a slider scale to ask administrators
about the likelihood that teachers in their building would stay in their current location for the
next school year. Selecting a zero indicated it was extremely low that teachers would stay while
a 10 indicated that it was extremely high that they would stay. One participant (3.8%) indicated
they would leave while five administrators scored the question a 9, and 13 administrative
participants selected a score of 10 (extremely high), indicating they plan on staying in their
current location.
Figure 23 shows the scatterplot of administrator’s retention and working conditions and
school climate. Responses had a range between 40 to 62 with a median of 51. Twenty-one
administrators responded to the questions about working conditions and school climate.
Administrators’ correlation between teacher retention and working conditions and school climate
was not significant.
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Figure 23 Administrators’ Scatterplot of Retention and Working Conditions & School Climate
Administrators’ Scatterplot of Retention and Working Conditions & School Climate

The skewness (-.092) and Kurtosis (-.249) for the variable of working conditions and
school climate was slightly negative but does fall within the acceptable range (see Table 13).
Teacher retention as appraised by administrators had a mean of 8.96, a median of 10, and a
standard deviation of 2.24. the skewness was outside of the acceptable range of +1 with a score
of -3.423. The Kurtosis was 13.08 which is far outside the acceptable range of +2. Once again
this validated for the second time the use of Spearman’s rho to calculate the correlation
coefficients. Overall, the administrators’ assessment of working conditions and school climate
had a mean of 50.33 and a median score of 51.00 with a standard deviation of 5.55. The
administrators’ scores distribution was slightly negatively skewed. The minimum score provided
by a participant was 40 while the highest score was 62.00 (see Table 13).
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Table 13 Administrators’ Descriptive Statistics of Retention and Working Conditions and School Climate
Administrators’ Descriptive Statistics of Retention and Working Conditions and School Climate

n = 26
Mean
Median
Std. Deviation
Minimum
Maximum
Skewness
Kurtosis

Total
Missing

Teacher
Retention
22
4
8.9545
10.00
2.23558
0
10
-3.426
13.077

Working Conditions &
School Climate
21
5
50.3333
51.00
5.553474
40.00
62.00
-.092
-.249

When asked about working conditions and school climate, administrators confirmed the
theme which teachers stated by indicating there is not enough compensation for the teachers and
workload has increased for educators. Comments from administrator participants aligned to
working conditions and school climate are found in Table 14.
Table 14 Administrators’ Statements Related to Working Conditions & School Climate
Administrators’ Statements Related to Working Conditions & School Climate

Administrator
Demographic
Administrator (man)

High school
administrator (man)

Working Conditions & School Climate
Statement
The salary is not commensurate with the workload for both teachers
and administrators at this time. The significant increase in health
safety has taken away from the global needs for instructional growth
and honing in on the high needs of our students. (Administrator ID 2)
I believe I see teachers taking on more and more each year with
salary increases averaging 1% on a yearly basis. I don't believe the
general public, and even board members and top leadership in our
district see that. Teaching is so much more than just teaching kids
inside a classroom it includes trying to fix all the dysfunction inside
our community and the many families we serve. We can't continue to
ask teachers to exponentially do more and take on greater
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Elementary
administrator
(woman)

High school principal

Administrator with a
master’s degree
(woman)
Middle school
principal (man)
High school principal
(woman)
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responsibilities and follow that up with pay raises that are often time
[sic] embarrassing. (Administrator ID 9)
It has given great stress and pressure with all of the changes,
mitigations, and steps that need to be followed to ensure safety for all
in our school buildings. Then putting on district changes as well as a
dispute with contract language has sent most staff over the brink. The
stress levels are high and we are at a tipping point. Couple all of this
with a teacher and student support shortage it is almost unbearable
with veteran and novice teachers alike. (Administrator ID 19)
In my opinion, COVID has not been the primary reason why an
effective teacher has left the profession. Parents, work load, and
philosophical differences would rank higher than COVID.
(Administrator ID 17)
Too much work load and no compensation. (Administrator ID 22)

Special Education seems to be the most impacted area. (Administrator
ID 4)
It has had a large impact. Teachers have been stretched enough with
extra responsibilities outside of teaching content and this added too
much. The level of burnout was amplified. (Administrator ID 3)

In closing, there was a moderately positive correlation between retention and working
conditions and school climate among teachers. This means that as scores in working conditions
and school climate increase so do scores on retention. Administrators’ correlation coefficient was
not statistically significant between retention and working conditions and school climate. The
qualitative comments by administrators address the high workload and low compensation.
Research Question 2: How do administrative support and leadership practices (i.e.,
professional development, discipline, celebrating success, teacher leadership and input)
correlate with teacher retention?
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Retention and Administrative Support and Leadership Practices
When considering the impacting factors that administrators have on teachers, literature
has outlined numerous independent factors as well as factors that work in conjunction with each
other to increase retention. This section contained eighteen questions focused on building
administrators regarding professional development, observational feedback, support with
discipline, support in classroom instruction, trust, teacher voice, value of preparation time,
prioritization of students, common vision and school outcomes, data-driven decisions,
collegiality, and communication.
Teachers. The question about administrative support and leadership practices generated
the highest response rate among teachers (90.12%). The minimum score in this section was 26
while the maximum was 122 with a mean of 90.61 and a standard deviation of 22.34, indicating
significant variance among participants. The mean of 90.61 was the highest mean of all the
variables in this study. The median score was 95.00. A negative skewness of -.673 was visible
but within the accepted parameters. Kurtosis was low with a score of -.153 which was also
within the accepted range (see Table 15). This was an indication that retention is associated with
positive administrative support and leadership practices (see Figure 24). Administrative support
and leadership practices was found to be moderately correlated with retention, the correlation
was rs(290) = .419, p < 0.01 (see Table 16). Frequencies and percentages per question were used
to report teachers’ responses (see Table 17).
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Table 15 Teachers’ Descriptive Statistics for Retention and Administrative Support & Leadership Practices
Teachers’ Descriptive Statistics for Retention and Administrative Support and Leadership
Practices
Teacher
Retention
Total

272

Administrative Support &
Leadership Practices
292

Missing

52

32

7.8713

90.6164

9.00

95.00

2.69515

22.33585

Minimum

0

26

Maximum

10

122

Skewness

-1.298

-.673

Kurtosis

.707

-.153

n = 324

Mean
Median
Std. Deviation

Figure 24 Teachers’ Scatterplot of Retention and Administrative Support & Leadership Practices
Teachers’ Scatterplot of Retention and Administrative Support & Leadership Practices
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Table 16 Correlation of Teachers’ Appraisal of Retention and Administrative Support & Leadership Practices
Correlation of Teachers’ Appraisal of Teacher Retention and Administrative Support and
Leadership Practices
Teacher Retention
Administrative
Support &
Leadership
Practices

Correlation
Coefficient

.419**

Sig. (2-tailed)
n=

.01
292

Note. **Correlation is significant at the .01 level (2-tailed).
Table 17 Teachers’ Responses to Questions in the Administrative Support & Leadership Practices Composite
Teachers’ Responses to Questions in the Administrative Support & Leadership Practices
Composite
Administrative
Support &
Leadership
Practices
Professional
Development
n = 307
Observational
feedback (formal
evaluation)
n = 307
Support teachers
with students’
discipline
n = 307
Support in
classroom
instruction
n = 303

Extremely
disappointed,
low chances of
staying
8.1%

Disappointed,
low chances of
staying

Satisfied with
chance of
staying

24.8%

48.2%

Extremely
satisfied; high
chances of
staying
18.9%

2.6%

15.0%

57.7%

24.8%

10.7%

24.8%

39.4%

25.1%

5.9%

16.5%

56.8%

20.8%
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Administrative
Support &
Leadership
Practices
Coaching &
constructive
feedback
n = 307
Voice of teachers in
making decisions
within my building
n = 304
Trust & respect
between me & my
principal(s)
n = 307
Value teacher’s
prep time (i.e.,
minimizes meetings
when possible)
n = 307
Prioritization of
students & their
progress
n = 307
Shared building
goals &
outcomes/mission
& vision
n = 306
Recognition &
celebration for
individual &
building
accomplishments
n = 307
Support classroom
management
n = 307
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Extremely
disappointed,
low chances of
staying
4.2%

Disappointed,
low chances of
staying

Satisfied with
chance of
staying

17.3%

53.7%

Extremely
satisfied; high
chances of
staying
24.8%

10.9%

26.3%

42.1%

20.7%

6.5%

12.7%

38.1%

42.7%

11.7%

21.8%

36.5%

30.0%

2.3%

11.1%

55.0%

31.6%

2.3%

11.4%

51.3%

35.0%

3.9%

15.3%

49.2%

31.6%

7.2%

17.6%

46.9%

28.3%
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Administrative
Support &
Leadership
Practices
Common
expectations
n = 307
Prioritization of
relationships
n = 307
Encouragement &
modeling of
professional
dialogue
n = 307
Data-driven
n = 307
Prioritization of
time to collaborate
with colleagues
n = 307
Communication
skills
n = 305
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Extremely
disappointed,
low chances of
staying
5.9%

Disappointed,
low chances of
staying

Satisfied with
chance of
staying

19.2%

43.3%

Extremely
satisfied; high
chances of
staying
31.6%

6.2%

11.4%

46.6%

35.8%

3.3%

13.0%

52.8%

30.9%

3.6%

15.3%

54.1%

27.0%

7.2%

20.5%

48.5%

23.8%

5.9%

21.0%

42.3%

30.8%

Qualitative comments from teacher participants regarding administrative supports and
leadership practices range from receiving support from administrators to not receiving enough
support.
Table 18 presents responses from teachers related to administrative support and
leadership practices made as part of the responses to the open-ended question “In your opinion,
how has COVID-19 impacted teacher shortage and teacher retention?”
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Table 18 Teachers’ Statements Related to Administrative Support & Leadership Practices
Teachers’ Statements Related to Administrative Support & Leadership Practices

Teacher
Demographics
High school
teacher with over
31 years of
experience

Administrative Support & Leadership Practices
Statement

People of my age are looking at leaving due to exposure and lack of
parent responsibility for masking ad vaccinating. People of my age who
get COVID-19 are more likely to suffer more serious effects. I am fully
vaccinated and am scheduled to get my booster next month. One of the
schools I teach at has a large number of students who are not masking
properly and it appears that nothing is being done about it. (Teacher ID
72)
Elementary
Yes. There are many people who are scared at this time or are tired of
the work that is being asked of us without proper in-service and
teacher with over
preparation. We are not going to retain teachers, especially our young
31 years of
ones, if we do not communicate well with them, and support them
experience
completely. I have watched our district add specialists and still our
regular classroom teachers are not getting the support they need with the
students and curriculum. Teachers' voices are not being heard. We need
more people actually working with the students, not sitting in a separate
space coming up with "great ideas" for teachers. The district is spending
a lot of money for people who are not doing the work of educating the
students, and that should change. I feel we have gone backwards the past
10 years instead of making good solid progress as our district did for
years. (Teacher ID 144)
Middle school
People don't want to work in an environment that is unsafe. Students
teacher with 21 to (and parents!) who refuse to help make this school safe are what is
30 years of
driving people away from working here. Behavior has declined because
experience
we are so busy busy offering "grace" that we have forgotten about
accountability. We don't pay people enough to put up with the disrespect
from students and the lack of follow-up from administration. We have
heard the message loud and clear that we are expendable. (Teacher ID
146)
Master degree
I feel the lack of support from the school board and the district office has
level elementary
caused many retirements, leaving the profession, and most of all leaving
teacher (man)
the district to go elsewhere. Even though I have been eligible to retire for
a few years i had been planning on continuing to teach for a few more
years. It pains me to say this will most likely be my final year. It is not
the students or Covid driving this decision. I come to school each day
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Teacher
Demographics

Elementary
counselor

Middle level
teacher of English
Learners
High School
World Language
teacher
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Administrative Support & Leadership Practices
Statement
looking for that sign that will tell me to keep going. It has yet to happen.
(Teacher ID 154)
It (COVID-19) has created additional burdens. No one wants to work
and talk all day long while wearing a mask. My building principal is
great but i feel the district has bungled everything from the start of covid.
I was happy to participate in this survey but I don’t[sic] feel enough was
spent on the main issues that teachers in my district would choose to
leave. am very happy in my building and with my admin. however I do
NOT feel that the District Office cares about teacher retention and the
school board certainly does not. More emphasis in teacher retention
should be looked at at the district and school board level. (Teacher ID
169)
Weak leadership leads to a shortage of workers. (Teacher ID 198)

There are many who do not feel safe in the classroom. Many schools are
not requiring masks and even if they do, many students don't wear the
masks properly and administration doesn't seem to care about that.
(Teacher ID 397)

Administrators. Twenty-five of the 26 administrators (96%) responded to the questions
associated with administrative support and leadership practices. This variable had a mean score
of 98.40 and a median of 97.00 with a standard deviation of 7.92 (see Table 19). There was no
significant skewness (-.002) nor Kurtosis (-.505). The minimum score was 82.00 with a
maximum score of 112.00 (see Table 19). The Spearman’s correlation coefficient for
administration was not statistically significant (see Figure 25).
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Table 19 Administrators’ Descriptive Statistics for Retention & Administrative Support & Leadership Practices
Administrators’ Descriptive Statistics for Retention and Administrative Support and Leadership
Practices

n = 26
Mean
Median
Std. Deviation
Minimum
Maximum
Skewness
Kurtosis

Total
Missing

Teacher
Retention
22
4
8.9545
10.00
2.23558
0
10.00
-3.426
13.077

Administrative Support &
Leadership Practices
25
1
98.4000
97.0000
7.92149
82.00
112.00
-.002
-.505

Figure 25 Administrators’ Scatterplot of Retention and Administrative Support & Leadership Practices
Administrators’ Scatterplot of Retention and Administrative Support & Leadership Practices

In summary of RQ2, the teachers indicated a moderately statistically significant
relationship between teachers’ appraisal of retention and administrative support and leadership
practices, while the administrators’ appraisal of retention and administrative support and
leadership practices was not found to be significantly correlated. Teacher participant

TEACHER RETENTION: FACTORS OF SUCCESS

164

commentary varied from supporting building administrators to not feeling supported with
managing behavior or having a “voice.” Administrators did not submit any qualitative data to
report as it related to administrative support and leadership practices.
Research Question 3: How does teacher self-efficacy (i.e., instructional, student motivation,
classroom management, and technology) correlate with teacher retention?
Retention and Teacher Self-Efficacy Teachers
Teacher participants responded to eleven questions related to self-efficacy. Of the 324
total participants, only 292 participants (90.12%) completed the self-efficacy section of the
questionnaire (see Table 20). The minimum score was 17 with the maximum score of 91 and a
mean of 75.10, a median of 76, and a standard deviation of 12.73 (see Table 20). Figure 26
shows the negatively skewed nature of the self-efficacy variable. The skewness for both retention
and self-efficacy were both negatively skewed and leptokurtic (see Figure 27). Spearman’s rho
correlation coefficient results for retention and self-efficacy indicated the correlation was not
statistically significant.
Table 20 Teachers’ Descriptive Statistics for Retention & Self-Efficacy
Teachers’ Descriptive Statistics for Retention and Self-Efficacy

n = 324
Mean
Median
Std. Deviation
Minimum
Maximum
Skewness
Kurtosis

Total
Missing

Teacher Retention
272
53
7.8613
9.00
2.69701
0
10.00
-1.298
.707

Self-Efficacy
292
32
75.1027
76.000
12.72615
17.00
91.00
-1.069
1.927
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Figure 26 Teachers’ Scatterplot of Retention and Self-Efficacy
Teachers’ Scatterplot of Retention and Self-Efficacy

Figure 27 Teachers’ Appraisal of Self Efficacy
Teachers’ Appraisal of Self Efficacy

During the data analysis phase, it was discovered that one Likert scale question (i.e.,
TQ6i: To what extent can you use a variety of assessment strategies?) from the Teachers’ Sense
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of Efficacy Scale (TSES)-Short Form (Tschannen-Moran & Woolfolk Hoy, 2001) had no data
from any of the participants, which indicated a technical problem with the Qualtrics®
questionnaire This impacted the validity of the TSES-Short Form. Although nothing looked out
of the ordinary in the Qualtrics® questionnaire, it was hypothesized that these questions may
have been at the bottom of the page and participants unintentionally skipped each question or the
“skip logic” button was inadvertently set on this question. Table 21 contains frequencies and
percentages per question were used to report teachers’ responses. Table 22 presents commentary
from teachers related to self-efficacy as it relates to the open-ended question “In your opinion,
how has COVID-19 impacted teacher shortage and teacher retention?”
Table 21 Teachers’ Responses to Questions in the Self-Efficacy Composite
Teachers’ Responses to Questions in the Self-Efficacy Composite
SelfEfficacy

How much
can you
control
disruptive
behavior in
the
classroom?

(1)

(2)

None
at all

(3)

(4)

Very
little

(5)

(6)

Some
degree

(7)

(8)

Quite
a bit

(9)
A
great
deal

.3%

1.0%

2.9%

1/6%

13.3%

9.7%

41.2%

13.3%

16.6%

.7%

1.0%

4.9%

3.6%

20.5%

19.9%

33.2%

7.8%

8.5%

n = 308
How much
can you do
to motivate
students
who show
low interest
in school
work?
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n = 307
How much
can you do
to calm a
student who
is disruptive
or noisy?

1.0%

.3%

3.9%

2.3%

20.3%

16.3%

32.4%

13.1%

10.5%

1.0%

0%

2.3%

3.9%

14.7%

19.3%

32.4%

14.4%

12.1%

0%

0%

.3%

1.3%

7.2%

10.2%

39.5%

22.0%

19.4%

.3%

.7%

.7%

1.6%

11.1%

13.1%

39.7%

21.0%

11.8%

.3%

.3%

.7%

2.3%

11.8%

15.0%

37.9%

19.6%

12.1%

n = 306
How much
can you do
to help your
students
value
learning?
n = 306
To what
extent can
you craft
good
questions
for your
students?
n = 304
How much
can you do
to get
children to
follow
classroom
rules?
n = 305
How much
can you do
to get
students to
believe they
can do well
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in school
work?
n = 306
How well
can you
establish a
classroom
management
system with
each group
of students?

0%

.3%

1.0%

1.0%

6.5%

10.8%

39.2%

23.9%

17.3%

0%

0%

0%

0%

0%

0%

0%

0%

0%%

0%

0%

.3%

.7%

2.6%

7.8%

39.5%

24.8%

24.2%

.3%

2.3%

4.2%

9.5%

18.0%

19.3%

24.8%

15.7%

5.9%

n = 306
To what
extent can
you use a
variety of
assessment
strategies?
n=0
To what
extent can
you provide
an
alternative
explanation
or example
when
students are
confused?
n = 306
How much
can you
assist
families in
helping their
children do
well in
school?
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n = 306

How well
can you
implement
alterative
teaching
strategies in
your
classroom?

.3%

.3%

1.0%

1.3%

11.8%

15.7%

35.7%

20.0%

13.8%

n = 305

Table 22 Teachers’ Statements Related to Self-Efficacy
Teachers’ Statements Related to Self-Efficacy

Teacher
Demographic
Elementary teacher
with 10 to 20 years
of experience

Self-Efficacy
Statements
I believe that teachers are expected to do so many different things and
teach so many different ways plus having to take additional classes,
professional development, and learning new curriculum on top of
COVID it was just so overwhelming. Nothing was put on hold even
though we had to deal with COVID on top of it all. I still get anxious
thinking back to what we all did last year while dealing with COVID.
Plus this year having a couple of our curriculums changed and added
to is asking a lot when we are still not done dealing with the impacts of
COVID. We are told to make sure we deal with our mental health, but
how can we when we want to be the best we can by doing what we are
expected to take on. I absolutely love teaching and hope to do this
many more years to come. I am truly thankful for my wonderful coworkers that I can trust and lean on. (Teacher ID 112)
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Teacher
Demographic
Special education
People are scared of getting it and not only being sick themselves but
teacher with 10 to 20 also getting members of their family sick. People are tired of having to
years of experience
fight with students to wear masks, trying to constantly make up
material when students or ourselves have to isolate, not having
CiOVID [sic] anymore and not having enough sick days when we are
working with a population that can't even get the shots yet. Teachers
feel very unappreciated after all the extra effort we are having to put
in. During school closure when we were expected to make massive
amounts of calls and attempts at contacting parents and then how the
media and social media portrayed how easy we have it and how we
were just sitting at home doing nothing ultimately. This is very
discouraging when we put more work into having to work from home
then if we were in school doing our jobs. It felt like there was no
support or apprecialtion [sic] from the public for our work and the
same parents complain about things being done now. In my opinion it
is only going to get worse because now we are short teachers and can't
find substitutes. It is going to be very frustrating not to mention
exhausting not to know from one day to the next if everyone on your
team will be there or if there will be paras available to help with some
of the more difficult behaviors. I don't feel like I can really do my job
because of the shortages we are having and having to cancel or
combine groups and then wonder whey [sic] students aren't making
progress on their goals. I love my job and what I do but the shortages
we are now having as well as the different ways teachers are treated
depending on their title. It is already hard to get sped teachers but then
when they are treated like sub par people with jobs that aren't as
important as a classroom teacher it gets old after while and is very
disheartening. I would not recommend teaching as a profession to
anyone at this time despite the fact that I love teaching. (Teacher ID
400)
Title 1 teacher with It (COVID-19) has brought to light and made public the frustrations
10 to 20 years of
that have been bubbling below the surface for many years. While
experience
teachers may have already felt frustrated and
overwhelmed/underappreciated COVID-19 magnified this because we
were expected to adapt very quickly with very little support at first.
Last year there was understanding and grace provided by our school
district with some lessened expectations, fewer meetings, holds on
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Middle level
instructional coach

Elementary gifted
and talented teacher
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Self-Efficacy
Statements
intense PD for a bit. Now this year we are still dealing with COVID-19
issues such as contacts, positive cases, school absences, teaching with
masks and students that have compounded needs in academics and
social-emotional but we are back to pre-pandemic expectations. Why is
it so hard to be realistic about what teachers need (perhaps not 3
different PD tracks at a time), giving them time to work and prepare for
their students while still upholding professional expectations that are
realistic. If we can't find a balance between all of these items we risk
losing even more teachers especially as we still continue to navigate
the issues and impacts surrounding COVID. Teacher burnout is real
but it is hard to make time for self-care when things are added to a
teacher's plate but none are ever really removed. Getting done what
needs to be done and should be done within contract hours isn't
realistic so perhaps expectations need to change to fit within that or
closely examined to truly focus on what matters the most at this current
time. (Teacher ID 93)
In my opinion, COVID has been 'just one more thing' on top of too
many 'one more things'. Teacher morale is at an all time low and the
asks are overwhelming. Prep periods never happen because there are
always required meetings whether for team, 504's, IEP's, new
initiatives, IT assistance, extra student assistance, the list is always
growing. Subs are difficult to find and get so again, we are covering for
each other and giving up the preps that we do have. For many, COVID
has been the final straw and teachers have chosen to walk away earlier
than they had planned. (Teacher ID 362)
I sub too much missing my own students and providing their
specialized programming I am here for. Subbing was a problem before
Covid 19 and now it is much worse! Should I leave teaching it would be
due to the amount I am pulled out of my resource room to sub.
(Teacher ID 181)

In summary, there was no correlation between teachers’ self-efficacy and retention. Selfefficacy was not a variable included in the administrators’ questionnaire. Qualitative data
indicated that some teacher participants claim that the planning, preparation, and time outside of
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the school day to complete their job has increased while their mental health and ability to selfcare have decreased.
Research Question 4: How has COVID-19 impacted teacher retention?
Retention and COVID-19
Teachers and administrators responded to fourteen questions related to the impacts of
COVID-19. Questions about the impacts of COVID-19 ranged from how their building
administrator managed COVID-19, their professional development, safety and sanitization,
support from colleagues, building administration, and district office/school board. Questions
regarding their professional disruptions as well as their reflections about their choice of
profession and consideration of leaving teaching.
Teachers. Over the past three years, our world has been experiencing a COVID-19
pandemic. Since March 2020, various formats have been used to provide instruction to students.
Teachers have been forced to provide instruction via computers rather than a familiar in person
format and have endured professional obstacles, as well as personal. The teacher questionnaire
provided to teacher participants inquired about the impacts of COVID-19 from both a
professional and a personal level. Two hundred and sixty teachers (80.25%) responded to this
section of the questionnaire. The minimum score provided by participants was 38 with the
maximum score of 98, a mean of 75.55, a median of 77.50, and a standard deviation of 12.73
(see Table 23).
Table 23 Teachers’ Descriptive Statistics for Retention & COVID-19 Pandemic Impacts
Teachers’ Descriptive Statistics for Retention and COVID-19 Pandemic Impacts

n = 324

Total
Missing

Teacher
Retention
272
52

COVID-19
260
64
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Mean
7.8713
75.5500
Median
9.0000
77.5000
Std. Deviation
2.69515
12.72615
Minimum
0
38.00
Maximum
10.00
98.00
Skewness
-1.298
-.618
Kurtosis
.707
-.032
There was no correlation between the COVID-19 experience and retention. The graph
(see Figure 28) displays a slightly negatively skewed curve when using the Spearman correlation
between retention and the impacts of COVID-19. One question did not collect any data: COVID
has caused me personal life disruptions. It was hypothesized that the “skip logic” was
inadvertently set for this question.
Figure 28 Teachers’ Scatterplot of Retention and COVID-19 Impacts
Teachers’ Scatterplot of Retention and COVID-19 Impacts

The qualitative data showed a mix of thoughts about the impact of COVID-19 on
retention that varied from no impact at all to attributing it as the cause why teachers are leaving
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the profession. Many stated that COVID-19 impacted them in their workload and in their
impressions on how COVID-19 was overseen by district and building level administration.
Table 24 provides commentary from teachers about the impact COVID-19 has had on
education responding to the question “In your opinion, how has COVID-19 impacted teacher
shortage and teacher retention?”
Table 24 Teachers’ Statements Related to the COVID-19 Pandemic
Teachers’ Statements Related to the COVID-19 Pandemic

Teacher
Demographics
High school world
language teacher
with 10 to 20 years
of experience

Instructional coach

High school content
area teacher with a
master’s degree and
5 to 9 years of
experience

COVID-19 Pandemic
Statements
I think COVID has put additional stressors on an already
stressful/demanding profession. It seems that we get handed new
responsibilities every year and nothing ever gets taken off of our
plates, and COVID has exacerbated that problem. In addition to our
normal stressors, COVID has added many more. For example, students
are frequently absent for being ill or for being a close contact; this
adds more to our work load to get them caught up. We are also battling
masks constantly, which drives a wedge into our relationships with
students. I appreciate that our district is requiring masks, however, it
becomes a constant battle in the classroom and hallways. Students
have also been allowed to carry backpacks now to limit the number of
people in the locker bays. This has created additional battles in the
classroom (i.e. having their phones so accessible). Learning and
implementing new technology has been an additional challenge and
has been very time consuming. (Teacher ID 387)
We do not have subs that are needed. Every day we are short teachers,
paras and office staff due to COVID and we do not have subs to cover.
It is burning out everyone. (Teacher ID 365)
Saying that you support educators is different than actually taking
steps to show that you support them. Words aren't matching answers.
COVID-19 helped me re-assess my priorities for a work-life balance,
and as a teacher, there is no balance. (Teacher ID 90)
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Teacher
Demographics
High school teacher
with 10 to 20 years
of experience
High School teacher
of English learners
at the high school
with 10 to 20 years
of experience

Elementary teacher
with 10 to 20 years
of experience

Second year
elementary teacher

Middle level music
teacher
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COVID-19 Pandemic
Statements
People are still scared to go to work There is so much to do in
preparing for long term absences of students and for myself. (Teacher
ID 101)
Who would want to do this much work for this low of pay in a
pandemic? Even without considering pay, Covid has made teaching so
difficult. Students are struggling with motivation, basic time
management, supporting their families financially due to job losses,
etc. I've completely redone 5 different preps to try and make this all
work, received zero extra compensation for doing that, and it still
doesn't feel like it's enough to get kids where they need to be. Last year,
I easily worked 60-80 hours a week for the entire first semester of
hybrid. This year is presenting new challenges as well - nothing as
[sic] been "business as usual" yet for us. (Teacher ID 364)
COVID-19 has impacted teacher shortage and retention by making a
difficult job even more difficult. Teachers are being asked to do more
than ever and it isn't sustainable or attainable in any way.
The start of the 2021-2022 school year has made me very aware of the
effects of COVID-19 on our youth. I am seeing students coming in with
few to no social skills or school readiness skills. As teachers, our job is
to teach all of the curriculum that is mandatory. However, I find myself
having to be a counselor, parent, mental health provider and social
worker. It is exhausting to wear all of those hats and still be
responsible for the education of students. Public education seems to
have become a provider of services other than education. (Teacher ID
145)
COVID-19 has made a teacher's job much more difficult than it
already was. Not as many people want to teach or substitute teach due
to how little teacher's are supported with COVID. Behaviors have
increased as a result, which has caused teachers to feel less supported
than they should. (Teacher ID 138)
Personally, I believe that COVID-19 has significantly interrupted
students' sense of "normal" and social development. Students seem out
of balance and are demonstrating more and more poor behaviors in
school. It feels like society, the school district, etc. has placed the
burden on teachers to help students get through this difficult time and
regain their "balance" or "normal." To [sic] much pressure is placed

TEACHER RETENTION: FACTORS OF SUCCESS

Teacher
Demographics
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COVID-19 Pandemic
Statements
on teachers who are already burnt out. We need help! (Teacher ID
135)

In summary, there was no correlation between retention and COVID-19 impacts for
teachers. However, qualitative data about retention and COVID-19 impacts from teachers
indicate a range of influence from none to significant impact to them professionally and
personally.
Administrators. Data on the impact of COVID-19 provided by 24 administrators
(92.31%) had a mean score of 82.21, median score of 86, and a standard deviation of 14.05. The
minimum score was 51. The maximum score was 102. The distribution of the administrators’
appraisal of retention and COVID-19 impact is highly negatively skewed at -1.123. Kurtosis was
platykurtic at .511 (see Table 25 and Figure 29). There was not statistically significant
correlation between COVID-19 and teacher retention among administrators.
One elementary administrator shared:
I'm not sure we have seen the true impact yet. I believe that has yet to come. New
teachers will only have known "pandemic teaching." Once we get through this, we will
see the impact of the pandemic on our teachers. The shortage of teachers has been
ongoing recently, even before Covid. Covid will certainly not have a positive impact, but
may not have the impact we all believe it could have. Our societal view of education has
had more impact over the past 5-6 years. Until we, as a country, begin to value teachers
and education with more importance, prestige, and through monetary means, this will
continue. (Administrator ID 24)
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Table 25 Administrators’ Descriptive Statistics of Scores between Retention and COVID-19 Impacts
Administrators’ Descriptive Statistics of Scores between Retention and COVID-19 Impacts
n = 26
Mean
Median
Std. Deviation
Minimum
Maximum
Skewness
Kurtosis

Total
Missing

Teacher Retention
22
4
8.9545
10.0000
2.23558
0
10
-3.426
13.077

COVID-19 Impacts
24
2
83.2083
86.0000
14.02476
51.00
102.00
-1.123
.511

Figure 29 Administrators’ Scatterplot of Retention and COVID-19 Impacts
Administrators’ Scatterplot of Retention and COVID-19 Impacts

In summary, the variable COVID-19 and the variable teacher retention were not
correlated for teachers or administrators. Table 26 is a side-by-side comparison of Spearman’s
rho correlation coefficient for each of the variables surveyed for teachers and administrators. The
teacher participants found each variable, apart from COVID-19 correlated to teacher retention at
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various levels. Administrators’ data did not provide any Spearman correlation coefficients that
were statistically significant. It is important to note that both teachers and administrators had
negatively skewed appraisals for retention, indicating that for the most part teacher participants
were considering remaining in their current teaching positions for the incoming year. When
reviewing qualitative data, the participants held a wide range of beliefs from COVID-19 had no
impact on retention to the impact they felt for themselves professionally and personally, as well
as the impact on their colleagues.
Table 26 Comparison of Teachers’ & Administrators’ Appraisal of Retention by Independent Variable
Comparison of Teachers’ Appraisal and Administrators’ Appraisal of Retention by Independent
Variable
Teacher

Administrator

Statistically Significant
Correlation Coefficients

Statistically Significant
Correlation Coefficients

Retention

Retention

n = 272

n = 22

Variable
Working
Conditions &
School Climate

n = 274

.442**

n = 21

-.178

Administrative
Support &
Leadership
Practices

n = 292

.419**

n = 25

.163

Self-Efficacy

n = 292

.002

COVID-19
Impacts

n = 260

.015

n = 24

-.141

Note: **Correlation is significant at the .01 level (2-tailed).
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Figure 30 is a structural model of the Spearman rho correlation coefficients for teachers’
variables as related to retention. Figure 31 is a structural model of the Spearman’s rho
correlational coefficients for administrators’ variables.
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Teachers’ Spearman rho Correlational Coefficients
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Working Conditions
& School Climate

.562**

Administrative
Support &
Leadership Practices

Teacher Retention

.435**
Teacher
Self-Efficacy

Note: ** Correlation is significant at the .01 level (2-tailed).

Impacts of
COVID-19
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Figure 31 Administrators’ Spearman rho Correlational Coefficients
Administrators’ Spearman rho Correlational Coefficients

Working Conditions
& School Climate

.581**

Administrative
Support &
Leadership Practices

Teacher Retention

Impacts of
COVID-19

Note: ** Correlation is significant at the .01 level (2-tailed).
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Research Question 5: How do teacher demographic factors (i.e., years of experience,
gender, educational level, ethnicity, grade level, subject/content) impact teacher retention?
Retention and working conditions and school climate disaggregated by demographic factors
Teachers. When the teachers’ appraisals of retention and working conditions were
correlated after being disaggregated by gender, teaching experience, and content area taught,
there were some statistically significant findings. Both women and men showed significant
correlations between retention and working conditions and school climate The results of the
Spearman correlation indicate that there was a positive association between retention and
working conditions and school climate (women rs(175) = .463, p < .01and men rs(47) = .513, p <
.01) (see Table 27). It is noteworthy that although all genders had a moderate effect size, the men
had a greater overall effect size when compared to the women. Spearman rho correlation
signifies a positive association between content area taught and retention and working conditions
and school climate (see Table 27). All teachers apart from third-and fourth-year teachers found a
statistically significant correlation between these two variables. Regarding content area taught,
general education teachers, specialist/other instructional areas, and special education were
statistically significant. Table 27 shows the positive correlation coefficients between retention
and working conditions across several demographic variables and years of teaching experience.
Results of the Spearman correlation indicated that first year teachers had the highest level of
significance (rs(6) = .843, p < .01). The content area group that had the highest Spearman
correlation between retention and working conditions and school climate were the special
education teachers (rs(52) = .575, p < .01) with the general education teachers next (rs(115) =
.475, p < .01). What is most important is that teachers found a statistically significant correlation
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coefficient between retention and working conditions and school climate in six of the eight
ranges of teaching experience.
Spearman’s rank correlation was computed to explore the relationship between content
area taught and retention and working conditions and school climate. There was a positive
correlation for special education teachers who indicated the highest correlation (rs(52) = .575, p
< .01). Responses on working conditions and school climate from all content area teachers found
to be correlated to retention (see Table 27). For the most part, the correlations were moderate to
low correlations. Only for first-year teachers was the correlation high.
Table 27 Teachers’ Correlation Among Demographic Factors for Retention and Working Conditions & School Climate
Teachers’ Correlations Among Demographic Factors for Retention and Working Conditions and
School Climate
Demographic
Area

n

Retention and
Working
Conditions &
School Climate

Women

177

.463**

Men

49

.513**

First Year

8

.843**

Second Year

9

.686*

Third Year

14

--

Fourth Year

8

--

5-9 Years

34

.354*

10-20 years

79

.440**

Gender

Teaching
Experience
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Demographic
Area

n

Retention and
Working
Conditions &
School Climate

21-30

66

.401**

31 or more

34

.354*

Note. *Correlation is significant to the .05 level (2-tailed).
**Correlation is significant to the .01 level (2-tailed).
Administrators. When data were disaggregated by gender, teaching experience,
administrative experience, and grade level no correlations were found to be statistically
significant between retention to working conditions and school climate.
In summary, statistically significant correlations were observed across most demographic
variables for teachers but not for administrators.
Retention and Administrative Support and Leadership Practices Disaggregated by
Demographic Factors
Teachers. When the teachers’ appraisal of retention and administrative support and
leadership practices were correlated after being disaggregated by gender, teaching experience,
and content area taught, there were some statistically significant findings. Results of the
Spearman correlation indicated a statistically significant correlation between retention and
administrative support and leadership practices (rs(190) = .493, p < .01), while the men did not
(see Table 28). The highest correlation was found among teachers in their first- and second year
of teaching (rs(8) = .752, p < .05) and (rs(6) = .729, p < .05) respectively. No correlations were
found among teachers with 3 and 4 years of teaching experience.
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Table 28 Teachers’ Correlations Among Demographic Factors with Retention & Administrative Support & Leadership Practices
Teachers’ Correlations Among Demographic Factors with Retention and Administrative Support
and Leadership Practices

Demographic Data

n=

Retention and
Administrative
Support &
Leadership
Practices

Women
Men

192
53

.493**
--

First Year
Second Year
Third Year
Fourth Year
5-9 Years
10-20 years
21-30
31 or more

9
8
15
9
37
85
71
25

.752*
.729*
--.409*
.367**
.545**
.401*

General Education
English Learner
Specialist/Other
Instructional Area
Special Education

127
4
68

.433**
-.356**

58

.534**

Gender

Teaching
Experience

Content Area
Taught

Note. *Correlation is significant to the .05 level (2-tailed).
**Correlation is significant to the .01 level (2-tailed).
Statistically significant correlations were observed across most demographic variables.
Administrators. Due to the small size of some sub-samples created by demographic
characteristics, most of the correlations obtained were not valid or were not statistically
significant.
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In summary, some statistically significant correlations between retention and
administrative support and leadership practices among teachers were observed. For example,
first- and second-year teachers had the highest correlations of them all. No correlations were
found among administrators.
Self-Efficacy
Teachers. No statistically significant correlations were observed between retention and
teacher self-efficacy when data were disaggregated by demographic variables.
Retention and COVID-19.
Teachers. No statistically significant correlations were observed between retention and
COVID-19 when data were disaggregated by demographic variables.
Administrators. The only correlation found among administrators was among
administrators at the high school level. Results of the Spearman correlation indicated that there
was a significant negative association between retention and COVID-19 (rs(5) = .868, p < .01). A
negative correlation indicates that one variable goes up, the score of the other variable will go
down.
Table 29 summarizes the statistically significant correlations observed when data were
disaggregated by demographic variables.
Table 29 Teachers’ Summary of Correlation Coefficients & Statistical Significance
Teachers’ Summary of Correlation Coefficients and Statistical Significance
Spearman’s
rho

Demographic Area

Teacher Retention
Working Administrative
SelfCOVIDConditions
Support &
Efficacy
19
& School
Leadership
Pandemic
Climate
Practices

Gender
Women
Men

.463**
.513**

.493**
--

---

---
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Teacher Retention

Working Administrative
SelfCOVIDConditions
Support &
Efficacy
19
& School
Leadership
Pandemic
Climate
Practices
Teaching
Experience
First Year Teacher
Second Year
Third Year
Fourth Year
5-9 Years’
10-20 Years’
21-30 Years’
31 or more Years’

.843**
.686*
--.354*
.440**
.401**
.621**

.752*
.729*
--.409*
.367**
.545**
.401*

---------

---------

General Education/Core
Content Instruction
Specialist/Other Instruction

.475**

.433**

--

--

.274*

.356**

--

--

Special Education
Instruction
English Learner Instruction

.575**

.534**

--

--

--

--

--

--

-----

-----

Content
Area

Grade
Level
Preschool
--Elementary
.414**
.228**
Middle Level
.307*
-High School
.414**
.228*
Note: **Correlation is significant at the .01 level (2-tailed).
*Correlation is significant at the .05 level (2-tailed).
Indicators of Significance
Several of the indicators in this study had moderate correlation with retention (rs>.35).
These indicators are important due the strength of each. Appendix G provides the indicator and
the correlation with retention while Appendix H provides the ranking of each indictor by
correlation. The most significant correlation with retention was teacher workload and salary (see
Table 30). Professional development and prioritizing time for teachers to collaborate with
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colleagues were also important to teacher and correlated with increased likelihood for retention.
The next eight indicators were relative to administrative support and leadership practices which
included supporting teacher with discipline, trust and respect between teacher and principal,
voice of teachers in making decisions within their building, principal’s ability to make decisions
that support teacher retention, coaching and feedback, support with classroom management, and
valuing teacher’s prep time. Student behaviors and school safety are also significant to teacher
retention.
Table 30 Ranking of Indicator by Correlation with Retention
Ranking of Indicator by Correlation with Retention
Indicator
Number

Indicator Question

Teacher
Retention

3m

Teacher workload.

.451**

3n

Salary.

.424**

11e

I am satisfied with the professional development provided to
me.

.414**

4q

Prioritization of time to collaborate with colleagues.

.400**

4c

Supports teacher with students’ discipline.

.376**

4g

Trust and respect between me and my principal(s).

.373**

4f

Voice of teachers in making decisions within my building.

.371**

2c

Does your principal make decisions that support teacher
retention?

.369**

4e

Coaching and constructive feedback.

.368**

4l

Support classroom management.

.361**

4h

Value teacher’s prep time (i.e., minimizes meetings when
possible).

.357**

3j

Student behaviors.

.356**

2a

Does your principal create conditions that facilitate teacher
retention?

.355**
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Indicator Question

Teacher
Retention

2d

Does your principal cooperate, intervene, and promote teacher
retention?

.347**

2e

Does your principal actively involve themselves in
successfully retaining teachers?

.344**

3q

School safety.

.338**

4d

Support in classroom instruction.

.338**

3f

Range of student academic performance.

.337**

4n

Prioritization of relationships.

.335**

Conclusion
Overall, teachers reported correlations that were statistically significant in retention and
working conditions and school climate and between retention and administrative support and
leadership practices. Demographically, both women and men found a correlation between
retention and working conditions and school climate while only women found moderate
correlation with retention and administrative support and leadership practices.
Teachers’ years of teaching experience were found to have a strong positive correlation
particularly with first year and second year teachers.
Special education teachers were found to have the highest correlation between retention
and working conditions and school climate and between retention and administrative support and
leadership practices. Only high school administrators found a negative correlation between
retention and COVID-19.
Many teachers (n = 231) and administrators (n = 17) provided written comments to the
open-ended question: “In your opinion, how has COVID-19 impacted teacher shortage and
teacher retention”? When comparing the qualitative comments and quantitative data, teachers
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and administration commented frequently about the following: salary, increased workload,
stress, staff shortage (i.e., substitutes and paraeducators), additional responsibilities (i.e., catching
students up after quarantining, catching the class up if the teacher were in quarantine, new
curriculum and technology, absence of respect and feeling valued, lack of support from parents,
student behaviors and disrespect; student and staff absences). Overall, the factor with the most
indicators with the highest correlation with teacher retention were related to administrative
support and leadership practices.
Several implications, conclusions, and suggestions can be formulated from these
outcomes, and these will be discussed in chapter 5. Additionally, the researcher will discuss and
interpret the findings, and relate them to the literature review and the theoretical framework in
chapter 5. Also in chapter 5, the researcher will also self-critique the study, discuss limitations,
and make recommendations for future research, as well as provide concluding thoughts.
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CHAPTER 5
RESULTS, CONCLUSIONS, AND RECOMMENDATIONS
This study intended to aid the researcher in their administrative role to increase the
retention of the teachers under their supervision. This required a deeper understanding of what
teachers believed kept them in their position and what gave them desire to leave. This
dissertation was a confirmatory post-positivist correlational study of factors leading to successful
teacher retention in a Midwest urban school district. The basis for this research was to determine
which factors contribute to teacher retention through the lens of teachers and administrators. The
intention of the study was to support the retention of teachers by providing districts with
information to assist in the development of a district plan for higher teacher retention rates based
on factors outlined in this research. The study showed that there was a moderately strong
correlation between working conditions and school climate and administrative support and
leadership practices with retention.
This study aimed to answer five questions centering around four factors found in the
literature as contributing to teacher retention:
1) How do working conditions and school climate (i.e., school size, SES,
standardized test, building cleanliness, available resources, and student
ethnicity) correlate with teacher retention?
2) How do principal administrative support and leadership practices (i.e.,
professional development, discipline, celebrating success, teacher leadership,
and input) correlate with teacher retention?
3) How does teacher self-efficacy (i.e., instructional, student motivation,
classroom management, & technology) correlate with teacher retention?
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4) How has COVID-19 impacted teacher retention?
5) How do teacher demographic factors (i.e., years of experience, gender,
educational level, ethnicity, grade level, subject/content) correlate with
teacher retention?
To answer questions one through four, the researcher used two questionnaires to gather
quantitative and qualitative data. The questionnaires were administered electronically via an
email link to Qualtrics® and sent using a district listserv to the corresponding position of teacher
or administrator. The sample of participants consisted of 324 teachers and twenty-six buildinglevel administrators working within the district during the 2021-22 school year. Teachers had a
return rate of 30.39% and administrators had a 50% return rate. Participation was anonymous.
The researcher used Bandura’s Social Cognitive Theory (Bandura, 1977, 1987) and Self
Efficacy Theory (Bandura, 1977, 1989, 1991, 1994, 2005) to explain the relationship between
internal and external factors that lead to the specific outcome behavior of retention. Teacher selfefficacy, an internal factor, was appraised using the Teachers’ Sense of Efficacy Scale-Short
Form (TSES-SF) (Tschannen-Moran & Woolfolk Hoy, 2001). To evaluate leadership during the
COVID-19 pandemic, the researcher utilized one open-ended question. The working conditions
and school climate were evaluated by selected indicators from the literature. This study found a
relationship between working conditions and school climate as well as administrative support
and leadership practices (factors and indicators) associated with teacher retention. There were
unexpected findings as well in the demographic areas of gender, content area taught, salary, and
years of experience.
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Appraisal of Working Conditions and School Climate and Retention
Discussion of Teachers’ Findings. As shown in Figure 32, the composite score was
calculated using seventeen questions (i.e., indicators) for this factor. Working conditions and
school climate was a factor composed of indicators taken from the literature. For example,
maintenance of school facilities, environmental factors (i.e., lighting, the temperature of a room,
space, age of the building), availability of essential materials, teacher induction program, student
factors (i.e., diversity of the population, range of academic performance, degree of motivation,
attendance, socioeconomic status, behavior, cooperation), parent involvement, class sizes,
teacher workload, salary, Title I status, and school safety. As can be seen in Figure 32, each of
the seventeen indicators for this factor had a significant correlation with retention. The composite
score was a total sum of these indicators. Indicators were correlated individually to retention and
the aggregate score (i.e., composite score) had a significant correlation with retention as well.
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Figure 32 Appraisal of Working Conditions & School Climate and its Association with Retention
Appraisal of Working Conditions & School Climate and its Association with Retention

Note: The “+” indicates a statistically significant relationship. The lack of a “+” indicates no statistically significant relationship. The lighter yellow shows all indicators contained within the
Working Conditions & School Climate factor and their individual correlation with teacher retention.
*Trs =Teachers’ composite responses using Spearman correlation; Ars = Administrator’s composite responses using Spearman correlation. The “ns” indicates the correlation was “not
significant.”
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The correlation between working conditions and school climate and retention varied by
content area taught by the teachers. This association was the strongest for special education
teachers, which is to be expected as special education teachers typically work with students with
higher academic and behavioral needs (i.e., diverse populations, range of academic performance,
motivation, attendance, socioeconomic status, behavior, cooperation), experience higher parent
involvement, deal frequently with school safety issues, and have high teacher workloads when
considering the specialized instruction and federal paperwork requirements they need to
complete in addition to the high volume of communications they engage with students, parents,
and staff (Adera & Bullock, 2010; Cohen et al., 2009; Leko et al., 2015; Levin et al., 2020).
For content area teachers and specialists, working conditions and school climate are
critical to secure both, good teaching and learning environments (Borman & Dowling, 2008;
Boyd et al., 2011; Cohen et al., 2009; Collie et al., 2012; Elliott et al., 2010; Gaikhorst et al.,
2014; Garcia & Weiss, 2019a, 2019b; Grayson & Alvarez, 2008; Grissom, 2011; Heuckmann et
al., 2018). Every element in the physical environment plays a supportive instructional role and
the absence of important elements impacts their decision to stay or leave.
Teachers of English learners (EL) who support students who have additional barriers
(i.e., diversity, SES status, lack of parent involvement due to language difficulties) are focused
on different outcome criteria (i.e., language acquisition, assimilation over mastery of grade level
content) and are not impacted by the working conditions and school climate in which they work.
Many English learner students and their families have left war-torn countries to live a better life
in the United States. Given this context, it may be that the mindset in which EL teachers consider
their expectations and priorities regarding the physical and working environment make them less
critical of their working conditions as they work with students and families facing life altering

TEACHER RETENTION: FACTORS OF SUCCESS

196

circumstances (Ireland & Huxley, 2018). In addition, teachers of EL students typically have
smaller group sizes improving teachers’ classroom management, their ability to differentiate
instruction, and sense of teaching success. When teachers believe they can teach and students are
learning, teachers are more prone to stay (Berry, 2008; Elliott et al., 2010; Weinberger &
Donitsa-Schmidt, 2016).
Research has shown that one of the reasons new teachers leave is inadequate working
conditions (Garcia & Weiss, 2019a; Ladd, 2011). Not surprisingly, results in this study showed
that first and second year teachers are the most impacted by their school’s working conditions
and climate. Many new teachers are placed in schools with high diversity, low SES, and work in
older buildings (Loeb et al., 2005) which are appraised by teachers as more challenging working
conditions and school climate (Carver-Thomas & Darling-Hamond, 2017; Garcia & Weiss,
2019a; Grissom et al., 2019). Some countering factors that positively impact the retention of new
teachers are related to mentoring, collaborative planning, collective efficacy, and professional
learning communities (Simos, 2013; Weinberger & Donitsa-Schmidt, 2016; Wynn et al., 2007).
More experienced teachers, on the other hand, are more likely to be retained (Hughes, 2012;
Smith & Smith, 2006). In this study, the retention of teachers in their third and fourth years of
teaching was not correlated to their school working conditions and climate. In terms of gender
differences, men and women indicated that the better the school working conditions and climate
the more likely they were to stay. What was surprising was that this association was stronger
among men, contradicting the literature that found women to be more susceptible of the two
(Grayson & Alvarez, 2008).
Similar to the quantitative data which found a moderate correlation between retention and
salary, teachers’ qualitative narrative showed a recurrence of retention being explained by the
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low salary teachers receive. The literature has highlighted low salary as a contributing factor to
the problem of low retention (Ladd, 2011; Hughes, 2012; Perrachione et al., 2008; Sutcher et al.,
2019). The parallel responses among qualitative and quantitative data indicate that salary,
although an important factor, was not the most important indicator of retention. Also, given the
time of crisis under which this study was conducted, participants completing the quantitative
portion of the questionnaire may have acknowledged the resources available to support teachers’
practice (i.e., additional staff, training, task forces, supports, resources) in place of salary.
Additionally, during the time of COVID-19, teachers may have appraised the closed-ended
question in the context of being grateful to have a job and feeling satisfied that they were able to
return to teaching face-to-face rather than via a virtual platform. It could be possible that in the
large scheme of things, prioritizing salary was not important at this time of crisis (Morgan, 2021;
Steiner & Woo, 2021; Will, 2021). In summary, this study supports the literature that working
conditions and school climate impact retention, as independent and as conjoined factors (Bellibas
& Liu, 2017; Borman & Dowling, 2008; Boyd et al., 2011; Ladd, 2011).
Discussion of Administrators’ Findings. For administrators, the study indicated that
there were no school working conditions and climate associated with teachers’ retention. There is
limited research to support this and these findings merit further study (Burkhauser, 2017).
Appraisal of Administrative Support and Leadership Practices and Retention
Discussion of Teachers’ Findings. As shown in Figure 33, this factor was calculated
using twenty-three indicators taken from the literature reflecting administrators’ practices
associated with retention (e.g., coaching/evaluative feedback professional development,
classroom support, a voice in decision-making, trust and respect, prioritizing of relationships,
shared goals, prioritizing student progress, professional dialogue, and communication skills).
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Specifically, the actions administrators take to support teachers’ professional growth and their
instructional capacity. Per Figure 33, all twenty-three indicators and the composite score had a
significant correlation with teachers’ retention The impact that administrative support and
leadership practice have on retention has been well documented (Bastian et al., 2017; Bellibas &
Liu, 2017; Blasé & Blasé, 1999; Boyd et al., 2011; Cansoy & Parlar, 2018; Cohen et al., 2009;
Cunningham, 2020; Duyar et al., 2013; Grissom, 2011; Grissom et al., 2019; Jackson, 2012;
Jacob et al., 2015; Ladd, 2011; Player et al., 2017; Skaalvik & Skaalvik, 2016; Torres, 2016;
Urick, 2016). Leadership plays a significant role in teachers’ job performance and satisfaction.
Although leadership is unique to each administrator including their leadership style and
traits they possess; teachers’ perceptions of their administrator are dependent upon how the
administrator meets the needs and expectations of the teacher. Thus, leadership can be looked at
as a collective process, the sum of a leader’s characteristics and set of leadership skills, as well as
how these qualities meet and fit a teacher’s need or expectation (Bellibas & Liu, 2017). The
interaction and relationship between teacher and administrator impact teacher efficacy and
overall teacher job satisfaction (Berry, 2008; Blasé & Blasé, 1999; Cohen et al., 2009; Skaalvik
& Skaalvik, 2016).
Teachers ranked professional development, assisting during disciplinary challenges, and
supporting teachers’ voice when making decisions as the indicators contributing the most to their
chances of staying. On the contrary, shared building goals, prioritization of relationships,
encouragement, and modeling of professional dialogue are indicators contributing the least to
teachers’ chances of staying (Dixion, 2019; Urick, 2016).
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Figure 33 Appraisal of Administrative Support & Leadership Composite and its Association with Retention
Appraisal of Administrative Support & Leadership Composite and its Association with Retention

Note: The “+” indicates a statistically significant relationship. The lack of a “+” indicates no statistically significant relationship. The lighter blue shows all indicators in Administrative
Support & Leadership factor and their individual correlation with teacher retention..
*Trs =Teachers’ composite responses using Spearman correlation; Ars = Administrator’s composite responses using Spearman correlation. The “ns” indicates the correlation was “not
significant.”
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With the exception of EL teachers, the retention of core content teachers was correlated
with the administrative support and leadership practices they experience at their schools. The
literature has clearly shown that teachers prefer to work with administrators who engage in a
supportive professional relationship with them (Bellibas & Liu, 2017; Newberry & Allsop,
2017). This includes providing professional development (Blasé & Blasé, 1999; Boyd et al.,
2011), coaching (Blasé & Blasé, 1999), showing overall administrators’ effectiveness (Boyd et
al., 2011; Wynn et al., 2007), instructional support (Cunningham, 2020; Elliott et al., 2010),
support with workload (Collie et al., 2012), and assistance with students’ behavior (Boyd et al.,
2011; Holmes et al., 2019). The support that teachers feel from their administrators is vital to
retention (Cohen et al., 2009; Collie et al., 2012; Jacob et al., 2015).
Teachers who are specialists (e.g., music, art, PE, library, elective courses) decide
retention or turnover moves in association with administrative support and leadership practices.
In elementary, specialists instruct students for a shorter amount of time in comparison to lead
classroom teachers (Baek et al., 2019; Stoltenberg, 2019). Younger children show more behavior
problems in specialists’ classrooms that can be attributed to a lack of developmental growth and
experience, increased expectations and rigor, and less time to develop relationships with
teachers. The support that administrators provide to a specialist is integral to their teaching
environment and it has the potential to support retention. In secondary, the specialists instruct
students for equal amounts of time as core content teachers. In addition, secondary students have
more choice in their course selection and typically sign up for classes aligned with their interests
thus decreasing challenging behaviors and increasing teacher/student relationships (Summers,
2021). Additionally, teacher satisfaction along with decreased behaviors and increased student
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achievement leads to higher retention (Collie et al., 2012; Duyar et al., 2013; Skaalvik &
Skaalvik, 2016).
Regarding content teachers, special education teachers had the highest correlation
between administrative support and leadership practices with retention. This is to be expected as
special education teachers work with students with the most significant academic and behavioral
needs. Students with disabilities typically experience more frustration and dysregulation. As a
result, administrators work closely with special education case managers, students, families, and
their special education teams. Also, administrators are required to attend additional special
education procedural meetings per IDEA/IDEIA as a local education association representative,
thus increasing the number of contacts with special education team members. Special education
teachers work conjointly, and many will say more closely, with administrators in proactive and
reactive situations involving students who have or are suspected of having a disability (Adera &
Bullock, 2010; Cohen et al., 2009; Leko et al., 2015; Levin et al., 2020). As has been observed
before, teachers who teach English learners (EL) reported no association between retention and
administrative support and leadership practices. This is contrary to the research that indicates
mentoring and supervision are important for teachers who felt unprepared to teach students who
are EL (Elliott et al., 2010). Many teachers working with EL students are not comfortable with
behavior management techniques (Elliott et al., 2010). This could be explained by the fact that
teachers of students who are EL provide instruction to students in smaller groups, target
acculturation and language acquisition requiring less leadership support (Mavrogordato & White,
2019).
As for years of experience, the findings associated with administrative support and
leadership practices agree with research and affirmed the quality of administration (Hughes,
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2012; Ladd, 2011; Sohn, 2009), leadership style (Bellibas & Liu, 2017; Berry, 2008), and
effectiveness (Boyd et al., 2011; Garcia & Weiss, 2019a; Grissom, 2011; Holmes et al., 2019)
had a positive impact on teacher retention. Administrators who were viewed as supportive of
teachers through relationship building and personal dialogue contributed to a more positive
working environment for teachers and had a higher satisfaction rate (Skaalvik & Skaalvik, 2016)
leading to higher retention rates (Collie et al., 2012; Duyar et al., 2013; Skaalvik & Skaalvik,
2016; Torres, 2016). Contrary, teachers tend to leave schools and teaching when they have
unfavorable experiences with the administration (Borman & Dowling, 2008; Boyd et al., 2011;
Carver-Thomas & Darling-Hammond, 2017). Literature indicates that less experienced
administrators have a less diplomatic leadership style and those who lack effectiveness tend to
have higher levels of teachers leaving (Grissom, 2011; Grissom et al., 2019; Holmes et al.,
2019).
Regarding gender, women found a stronger correlation between administrative support
and leadership with retention than men. Women appreciated administrators that they can go to
and discuss concerns and those who value them as individuals. The literature indicates women
have more difficulty finding a work-life balance (Grayson & Alvarez, 2008) and thus appreciate
a supportive administrator when facing student-related issues, workload challenges, reasonable
goal setting, and receiving praise for accomplishments. According to the literature, women
appreciate a work environment that is positive, supportive, collaborative, and one where they can
grow professionally (Grayson & Alvarez, 2008).
Discussion of Administrators’ Findings. Per the literature, administrators agreed that
when teachers feel supported, teachers are more likely to remain at their current place of work
than when they are not satisfied (Adera & Bullock, 2010; Collie et al., 2012; Duyar et al., 2013;
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Perrachione et al., 2008; Skaalvik & Skaalvik, 2011). However, in this study, administrators’
findings indicate that administrators did not associate the day-to-day tasks of their job with
supporting retention, the school environment, or teacher satisfaction. Contrary to the literature,
administrators in the study reported no relationship between administrative support and
leadership practice and retention. This could be attributed to the fact that administrators are too
personally involved in their work to separate and/or reflect on the importance of their work and
how this influences teachers’ decisions about their future in education (Mavrogordato & White,
2019).
Appraisal of Teachers’ Self-Efficacy and Retention
Discussion of Teachers’ Findings. As shown in Figure 34, this factor was calculated by
using twelve indicators from the TSES-SF (Tschannen-Moran &Woolfolk Hoy, 2001). The
TSES-SF asks teachers to rank their performance on questions related to their classroom
management, ability to motivate students, ability to differentiate instruction, and ability to use
teaching strategies to support student learning. A surprising finding was none of the twelve
indicators correlated to teacher retention. The composite score of these indicators also lacked a
correlation with retention. The literature strongly supports teacher self-efficacy and collective
efficacy as instrumental in higher job performance and job satisfaction which leads to increased
retention (Skaalvik & Skaalvik, 2016). The results of this study contradict the pre-pandemic
literature. The COVID-19 pandemic may have potentially tampered with this natural association.
As a result of the instructional changes from in-person instruction, to virtual instruction, to
hybrid instruction, and back to in-person instruction during COVID-19, teacher sense of selfefficacy may have been playing a different role in the survival of teachers during this significant
crisis (Billett et al., 2022; Pressley, 2021).
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Figure 34 Appraisal of Teacher Self-Efficacy Composite and its Association with Retention
Appraisal of Teacher Self-Efficacy Composite and its Association with Retention

Note: This table indicates the relationship of each element and indicator. A “+” indicates a statistically significant relationship. The lack of a “+” indicates no statistically significant
relationship. The lighter red shows all indicators contained in self-efficacy factor and their individual correlation with teacher retention.. Gray lettering indicates no data was collected.
*Trs =Teachers’ composite responses using Spearman correlation; Ars = Administrator’s composite responses using Spearman correlation. The “ns” indicates the correlation was “not
significant.”
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As is clearly shown in Figure 34, teachers’ self-efficacy was not correlated with retention
even when the sample was disaggregated by gender, course area, or years of experience.
Although this is a surprising finding, an initial explanation is that the COVID-19 pandemic and
the school closure crisis negatively disrupted the usual dynamics existing between teachers’ selfefficacy and their decision to stay in their job placement (Billett et al., 2022; Pressley, 2021).
Appraisal of COVID-19 and Retention
Discussion of Teachers’ Findings. As shown in Figure 35, a composite score for the
COVID-19 factor was calculated using fifteen indicators related to both personal and
professional dimensions. Teachers were asked to evaluate the degree of disruption COVID-19
had caused in their jobs and within their personal life, if COVID-19 had them rethinking their
commitment to their profession, and if they were considering leaving teaching. Although the
COVID-19 pandemic added stress and workload to teachers (Hess, 2020; Steiner & Woo, 2021),
all but one of the fifteen indicators or composite of COVID-19 had a weak correlation with
retention in this study. The remaining one did not correlate. The literature also supports general
education teachers experiencing lower levels of stress when compared to EL, special education,
and high school teachers (Woo & Steiner, 2021); however, this was not the case with participants
in this study. What the data supported was the lack of association between teachers’ years of
experience during the COVID-19 pandemic and teachers’ retention (Woo & Steiner, 2013). This
may be explained by the fact that regardless of teachers’ level of experience, all were equally
challenged by adjusting their instructional methods, learning the technology, and a dramatic
change in their ability to function at all levels.
While typically women experience more stress under challenging times than men due to
the additional demands associated with motherhood (Grayson & Alvarez, 2008; Woo & Steiner,
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2021), men and women in this study did not differ in terms of the reported impact caused by the
COVID-19 pandemic. A possible explanation could be attributed to the survey being completed
after teachers and students had returned to face-to-face instruction and the district’s
communication regarding protocols and dissemination of information on a continuing basis.
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Figure 35 Appraisal of COVID-19 Composite and its Association with Retention
Appraisal of COVID-19 Composite and its Association with Retention

Note: This table indicates the relationship of each element and indicator. A“+” indicates a statistically significant relationship. The lack of a “+” indicates no statistically significant
relationship. The lighter shades delineate each of the indicators that constituted the corresponding factor and their individual correlation with teacher retention.. Gray lettering indicates no data was
collected.
*Trs =Teachers’ composite responses using Spearman correlation; Ars = Administrator’s composite responses using Spearman correlation. The “ns” indicates the correlation was “not
significant.
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Discussion of Administrators’ Findings. For administrators, there were no associations
between COVID-19 and teacher retention. Administrators felt they cooperated and intervened as
necessary on issues related to COVID-19. Administrators communicated that COVID-19 had
disrupted their teachers’ practice; however, not to the point that would make them consider
leaving education. This finding was contrary to the literature (Steiner & Woo, 2021) but in
agreement with teachers’ data that the majority of administrators anticipated teachers would
remain in their position despite the pandemic. Only high school principals indicate that COVID19 was impactful on teacher retention. This could be explained by the high numbers of COVID19 related illnesses among teens. The early literature indicates that administrators and teachers
felt additional anxiety for teachers concerning the start of the 2020-21 school year. This
apprehension was related to the potential for a change to a hybrid teaching option and concern
for their own health and well-being (Allen et al., 2020; Steiner & Woo, 2021). In addition, high
school instruction within the district remained asynchronous longer than for middle school and
elementary school. As a result, coming back to face-to-face instruction had many high school
administrators anticipating high absentee rates of students and staff resulting in additional stress
in an already taxed situation of learning loss and social-emotional regression.
While the data were exhaustively analyzed, one conclusion appeared to reoccur in this
study: retention is a very complex social phenomenon lacking concrete patterns of predictability.
Multiple indicators contribute positively and negatively to teacher retention. Although personal
factors contribute to retention, districts should prioritize indicators that promote retention and
those within their control.
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Implications For Practice
The implications of this study include those regarding theory, a deeper understanding of
the indicators that impact teacher retention, and practical implications for education. This study
was built on the Social-Cognitive Theory (Bandura, 1977, 1987) and Self-Efficacy Theory
(Bandura, 1977, 1989, 1991, 1994, 2005). Social, cognitive, and behavioral elements. This
theory aided in clarifying retention behavior based on external factors such as teachers’ working
conditions and school climate, along with how administrative support and leadership practices
impact teachers’ experience. Bandura’s Self-Efficacy Theory (1989) explains that there is an
interconnectedness between human agency, observational learning, internal (i.e., self-efficacy
and personal factors), and external factors (i.e., environment, social norms, influence, attention).
Self-Efficacy Theory assists to incorporate the internal factor perspective that explains why
people do what they do, their thoughts, and their motivations to behave in a certain way. Based
on this theory, it would have been assumed that teachers feeling confident about their teaching
capabilities would be inclined to continue engaging in this behavior and consequently remain in
the profession. The ability of leadership to respond to and provide communication about
COVID-19 related information was analyzed using Leadership in Times of Crisis (Boin et al.,
2011). This information provided a framework for teachers’ and administrators’ perceptions
regarding how administrators handled and informed teachers regarding the educational
implication of current COVID-19 protocols and mitigation strategies.
The Social Cognitive Theory was partially supported by the data in this study as only two
external factors to the individual were associated with teacher retention: working conditions and
school climate, as well as administrative support and leadership practices. However, what could
have been considered the most significant external factor (i.e., the pandemic), was not associated
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with retention at all. Additionally, while the literature reviewed indicated that increased selfefficacy increases job satisfaction, self-confidence, and skill level for teachers (Bandura, 1989,
1991, 1994; Skaalvik & Skaalvik, 2010), in this study teachers’ self-efficacy (i.e., internal factor)
was not associated to retention. Despite of the literature suggesting that teachers are leaving
education due to multiple factors and that the COVID-19 pandemic may have played the role of
intensifying these factors (Hess, 2020; Steiner & Woo, 2021), an overwhelming majority of
teachers and administrators reported intending to “remain at their current building leadership
location.” There are some potential explanations for this finding. First, most participants had
worked for a high number of years in education and the literature would predict an elevated selfefficacy score. High self-efficacy ratings could have been related to teachers receiving positive
feedback, which boosts both the quality and quantity of self-efficacy (Peifer et al., 2020). During
the COVID-19 pandemic, administrators in the district where this study was conducted were
consciously supportive of morale among teachers as demonstrated by support in mitigation
strategies, providing additional resources (i.e., materials, technology), and paid and excuse of
days absent due to positive COVID-19 cases for staff including their family members. By the
same token, the sustainability of one’s knowledge and confidence to do what one knows and has
control over during chaotic times, such as COVID-19, may result in elevated self-efficacy scores.
For new teachers (i.e., 0 to 3 years of teaching), the district’s mentor program has been a stable
force in supporting the “new” teachers, impacting their sense of self-efficacy. Also, “veteran
teachers” (i.e., more than 3 years of teaching) transferring to the district, received mentoring
during their first year of employment. The findings of this research would suggest the
foundational support provided by the teacher mentor program explains the elevated scores in
self-efficacy and improved teacher retention as described in the literature (Bellibas & Liu, 2017;
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Cansoy & Parlar, 2018; Cohen et al., 2009; Collie et al., 2013; Duyar et al., 2013; Elliott et al.,
2010; Gaikhorst et al., 2015; Pas et al., 2012). Additionally, some teachers may not have been
clear about the professional knowledge and skills they were missing (Elliott et al., 2010;
Gaikhorst et al., 2015; Pas et al., 2012) and consequently may have appraised their self-efficacy
with inflation. Lastly, having survived the COVID-19 pandemic could lead to an elevated sense
of self-efficacy.
While a large number of teachers reported remaining in their teaching positions, they
revealed a need for additional support. Specifically, approaches to increase parent involvement,
strategies to address disruptive behaviors and positively impact students with low academic
interest, and plans to assist families in helping their children succeed in school. Also, the study
revealed the need to change communicative practices. For example, teachers reported a
disconnect in communications from the administration in the handling of COVID-19, as teachers
reported that they did not fully understand the implications that COVID-19 would have on them
professionally and personally. These issues should remain at the forefront of the administrators’
agendas. By periodically surveying their teachers, administrators will be able to uncover specific
job-related needs that should be addressed to enhance teachers’ professional agency and
capability. Hard-to-fill areas such as special education, English learners, math, and science
should be viewed jointly with other content as well as independently. Since the solutions to
retain hard-to-fill areas are urgent, surveying all teachers and disaggregating these staff for their
input will aid in meeting their specialized needs for retention. Following an on-going survey for
all staff would be the development of an action plan to develop these specific and specialized
teachers’ professional growth by content area.
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This research holds practical implications at a building and district level in the field of
educational leadership in the area of retention. Initiative-taking systems to support teacher
retention within a building and school district are a current need that will increase as literature
anticipates that more teachers will leave and fewer will enter the field (Carver-Thomas &
Darling-Hammond, 2017; Garcia & Weiss, 2019a). Working conditions and school climate along
with administrative support and leadership practices are clearly associated with retention. At the
building level, an additional way to boost these findings would be to empower teachers in
decision-making within their schools. While at the district level inclusive decision-making may
be more challenging, it is evident in the literature and the district exit survey that teachers
appreciate the opportunity to provide input (Jackson, 2012; Sutcher et al., 2019). Providing
meaningful professional development to teachers in the areas of classroom management,
differentiation, and support with behaviors would positively support teachers (see Appendix H).
In addition, providing administrators training in coaching teachers, classroom management,
differentiation of instruction, and methods to support instruction will support teacher retention.
Other training for administrators could include ways to build relationships and collaboration to
increase teacher satisfaction and success in teaching which leads to higher retention.
Professional development added to teachers’ satisfaction. The use of current systems in
place (i.e., Kickup®, Canvas®, HUB®) supports the tracking and reporting of the district and
building initiatives for teacher retention. The analysis of these data would support the district in
identifying what teachers are attending and a way to plan for future district professional
development and those that are specific to individual schools. The professional development plan
would include teachers’ areas of growth as well as district and building initiatives to develop
long-range plans for teachers and administrators. This would provide a way for teachers and

TEACHER RETENTION: FACTORS OF SUCCESS

213

administrators to discuss and set action steps to proactively support teacher retention. Teachers
and administrators would benefit from common communication and ongoing prioritizing of
collegiality. The long-range planning would support current and future vacancies.
This study added to the knowledge base of educational leadership as it fills the gaps in
the literature related to teacher retention and the impact of the COVID-19 pandemic. In addition,
this study takes two distinct yet interconnected perspectives of teachers and administrators, and
attempts to determine factors and indicators impactful for retaining teachers. It is noteworthy that
the study was slanted toward the teacher lens as the study focused on administrators’ beliefs
from their teachers’ perspectives to support teacher retention. District and building leadership
will be an integral part of moving professional practices toward cohesive plans that retain
teachers. Implications for practice include further reflection related to the district’s response to
the COVID-19 pandemic and should continue into the endemic stage of the virus.
Finally, limited research was found regarding the feedback from teachers and the
perceptions by administrators of teachers in their building regarding teacher retention. Providing
information along with ongoing discussion and learning how to support teachers will only
enhance teacher retention by building relationships among colleagues in addition to
administrators. This could be accomplished by a survey of teachers and administrators or a group
of teachers and administrators to provide input for building-level and district-level professional
development. District-level plans would need to be completed before building-level plans to
ensure that district-level initiatives are given priority.
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Recommendations for Future Research
There are multiple options for future research. The first recommendation for the
continuation of this study is to conduct a thorough analysis of the qualitative data, by
disaggregating the sample into sub-sections and “teasing out” their written narratives.
Secondly, to understand the relationships of composite factors (i.e., working conditions
and school climate, administrative support and leadership practices, and/or COVID-19), a deeper
dive into the self-efficacy data would provide further analysis as to why the Self-Efficacy Theory
was not upheld in this research, which has been an interesting theoretical anomaly. The third
recommendation for research is to survey ongoing training and supports provided to teachers and
administrators to determine whether the intended outcomes are being reached. Specific attention
should be given to those “outliers” in this study (i.e., teachers with three and four years of
experience; hard-to-fill areas: special education teachers, English learner teachers, science
teachers, math teachers; high school teacher retention rates). Analysis of district and building
professional development, ratings of these offerings, along with tracking of retention should
continue to be analyzed for effectiveness and satisfaction scores.
Leaders should take notice that teachers from hard-to-fill positions (e.g., English learner
teachers, special education teachers, math teachers, science teachers) are competing with other
districts and non-education careers. Districts can study whether by extending the length of their
mentoring program, teachers tend to remain in their positions. A final recommendation is to
annually survey teachers and administrators to garner input to drive training, professional
development, and support for educators. Providing an exit survey is helpful but it does not go far
enough to support current employees and their needs. Professional surveys provided to current
teachers and administrators should give the capability of disaggregation by position, content
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area, years of experience, gender, and ethnicity. The timing of the survey should take into
consideration the ability to make a timely, yet informed decision and time to allow for planning
and sharing these plans in advance with stakeholders.
Per the research in other professions, digging deeper into differentiating between
organizational commitment and occupational commitment for teachers may uncover additional
factors that influence teacher retention (Blersch et al., 2020; Ellett et al., 2007; Efthymiou et al.,
2021; Frye et al., 2020; Kumar & Patel, 2017; Thomas et al, 2022). Focusing resources on the
attitudes and beliefs of teachers to sustain them as they grow professionally while improving the
likelihood they remain in education. Finally, when comparing education to other professions
outside of education, autonomy was found to be a factor in retention outlined in multiple studies
(Ellett et al., 2007; Efthymiou et al., 2021; Frye et al, 2020). Research supports that employees
who do not feel a sense of autonomy have a decreased sense of professionalism and reduced job
satisfaction (Bellibas & Liu, 2017). Although there are limitations to providing an autonomous
work environment in a school setting, given that education primarily takes place within a school
building and schedules of the day and pacing guides are often pre-determined, it may be worth
exploring how to provide more choices to teachers (i.e., types of materials used, more flexibility
in pacing guides), more adult learning practices (i.e., asynchronous and/or hybrid learning
opportunities), and development of engaging professional development (i.e., meaningful per
survey). Although this would require a paradigm shift, it would be more cost-effective than
searching and onboarding new teachers with less experience and would impact job satisfaction.
Limitations
Correlational research contains many limitations (Fraenkel et al., 2019). These limitations
include ensuring that survey questions are clear and not misleading; encouraging respondents to
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respond to the questionnaire; encouraging the respondents to answer the questions thoughtfully
and honestly; receiving an adequate number of questionnaires returned so that meaningful
analysis of the data can be made. Additionally, self-disclosed data are influenced by many
factors, such as subject characteristics, location, instrument decay, data collection, testing, and
mortality, and are always subject to respondent personal bias (Fraenkel et al., 2019). These issues
are critical, particularly considering the conditions under which the study was conducted, the
COVID-19 pandemic. Lastly, the investigator would be remiss if they did not acknowledge their
position as an elementary school principal. Some participants are teachers with whom they work.
The delimitation at this point is teachers within the Fargo Public School District. Additionally,
the pandemic of COVID-19 was also a limiting factor as many staff members had personal and
professional obligations that weighed on them. The results from this study reflect the elusive
nature of retention.
Conclusion
As a current principal, the researcher is interested in retaining teachers, not only in the
building but also within the field of education. According to the literature, many factors that
promote teacher retention are outside of a building administrator’s control (i.e., class size, SES,
diversity). However, some factors can be prioritized to promote teacher satisfaction leading to a
higher likelihood of teacher retention. In this study, factors that were associated with retention
were working conditions and school climate along with administrative support and leadership
practices. Although self-efficacy was not associated with teacher retention, continuing to assist
teachers in improving their practice through behavior management techniques, increasing low
student motivation, and increasing parent support would support teachers’ satisfaction and selfconfidence positively impacting their retention.
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This research comes at a pivotal time when educations’ greatest resource, its teachers, are
struggling with so many initiatives and job opportunities in other districts (due to the teacher
shortage) or fields. Educational leaders should listen and watch. Listen to what the teachers and
administrators articulate while finding balance with what is in the best interest of our students.
Being watchful of actions that are occurring while separating actions from hearsay and
anticipated actions that create uncertainty and disturbance. The solution to teacher retention is
finding a delicate equilibrium among teachers, administrators, and society that will provide great
benefits to our greatest resource-our children.
Retention is about supporting teachers to improve their professionalism and job
satisfaction. According to Garcia and Weiss (2019, p. 11), “Only when we understand the factors
that contribute to the growing shortage of high-quality teachers can we design policy
interventions-and better guide institutional decisions to find the ‘missing’ teachers.” As fewer
people enter teaching and more leave for other jobs or retire, it benefits districts to improve the
factors they can control to sustain and retain well trained and caring teachers.
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Appendix E Teacher Retention Questionnaire for Teachers
Teacher Retention Questionnaire for Teachers

Teacher Retention Questionnaire for Teachers
07.27.2021
Start of Block: Default Question Block

Consent Welcome to a research study on Teacher Retention!
I am interested in understanding teacher retention and factors that influence teacher's decisions
about staying or leaving their current location. For this study, you will be answering 81 questions
about factors (focusing on working conditions and school climate, administrative support and
leadership practices, and teacher self-efficacy), which influence your decision to remain in your
current location or to move to a different location. There are 79 multiple choice or slider scale
responses and 2 short answers. Your responses will remain completely confidential and
anonymous so please be honest in your responses.
The questionnaire will take about 10 minutes to complete. Your participation in this research is
voluntary. You have the right to withdraw at any point during the questionnaire. The principal
investigator of this study can be contacted at karrie.rage@go.mnstate.edu
By clicking the button below, you acknowledge: Your participation in the study is voluntary.
You are at least 18 years of age. You are aware that you have the right to withdraw from the
questionnaire at any time for any reason.

o Yes, I consent. (1)
o No, I do not consent. (2)
Skip To: End of Survey If Welcome to a research study on Teacher Retention! I am interested in understanding
teacher retent... = No, I do not consent.

T1 What are the chances of you remaining at your current location in two years (for the 2022-23
school year)?
Definitely Probably Might or Probably Definitely
will not will not might not will
will
0

1

2

3

4

5

6

7

8

9

10
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Chances of you REMAINING at your current
location for next school year ()

T2 Please rate the following:
Definitely Click to
Click to
Click to
will not write Label write Label write Label
2
3
4
0

1

2

3

4

5

6

7

8

9

10

a. Pre-COVID-19, what was the likelihood
that you were STAYING at your current
school. ()
b. Currently, what is the likelihood that you
WILL LEAVE your current school. ()
c. Currently, what is the likelihood that you
will LEAVE the TEACHING profession
ALTOGETHER. ()

T3 BUILDING LEADERSHIP & TEACHER RETENTION: Please rate your building
administration in the following areas as it relates to the TEACHER RETENTION. Assessment
of Leadership in Times of Crisis (Boin et al., 2013)
0 1 2 3 4 5 6 7 8 9 10

TEACHER RETENTION: FACTORS OF SUCCESS

248

a. Did building leaders create conditions that
facilitate early recognition of teacher
retention? ()
b. Do building leaders understand the nature,
characteristics, consequences and scope and
effects of teacher retention? ()
c. Building leaders should monitor and assess
forms of vertical and horizontal cooperation.
As a result of monitoring, have building
leaders facilitated cooperation as it relates to
teacher retention? ()
d. Have building leaders monitored the
critical systems and connections between
teachers and teacher retention? ()
e. Have building leaders reflected on effects
of their actions, encourage & tolerate
feedback related to teacher retention? ()

T4 In your opinion, how has COVID-19 impacted teacher shortage and teacher retention?
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________

T5 School Environment & Climate: Rate the following items of school environment and
climate and the significance it plays in teachers' decisions to stay or leave their current school
building.
For this research, the definition includes the students' SES, student ethnicity, physical features of
the workplace; organizational characteristics such as salary, safety (behavior and incident
reports); sociological, political, psychological, and educational features of the work environment;
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workload, facilities, & resources; student cooperation (Hughes, 2012; Johnson, 2006 as cited in
Ladd, 2011).
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Extremely
unhappy (1)

Somewhat
unhappy (2)

250
Somewhat
happy (3)

Extremely
happy (4)

a. Well maintained
school facilities
(i.e., well
maintained,
cleanliness of
building) (1)

o

o

o

o

b. Environmental
factors (i.e.,
lighting,
temperature of
room, space, age of
building) (2)

o

o

o

o

c. Availability of
essential
materials/curriculum
(3)

o

o

o

o

d. Offering of
Teacher induction
and/or mentoring
program. (4)

o

o

o

o

e. Highly culturally
diverse populations
(5)

o

o

o

o

f. Highly
academically
diverse populations
(6)

o

o

o

o

g. Low degree of
student motivation
(7)

o

o

o

o

h. Low student
attendance (8)

o

o

o

o

i. Low SocioEconomic Status
(SES) (9)

o

o

o

o

j. High student
behaviors (10)

o

o

o

o
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k. Low parent
involvement (11)
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n. Current salary
(14)

o
o
o
o

o
o
o
o

o
o
o
o

o
o
o
o

o. Working in a
building with Title 1
status (15)

o

o

o

o

o
o

o
o

o
o

o
o

l. High class size
(12)
m. High teacher
workload (13)

p. Low student
cooperation (16)
q. Low school safety
(17)

Page Break
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T6 Administrative Support & Leadership Practices
Rate the following items related to your Administrative Support & Leadership Practices as to
the significance it plays in your decision to stay or leave your current school building.
For this research the definition includes the extent to which principals and other school leaders
make teachers’ work easier and help them to improve their teaching (Boyd et al., 20 11). It also
includes the following: support with behavior and discipline (Borman et al., 2008; Heuckmann et
al., 2018; Kersaint et al., 2007), staff collegiality (Brown & Wynn, 2009), recognition of effort
(Holmes et al., 2019), input in decision-making (Borman et al., 2008), professional development
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(Brown & Wynn, 2009; Holmes et al., 2019; Ladd, 2011) and evaluation (Cohen et al., 2009;
Holmes et al., 2019; Ladd, 2011).
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Extremely
unimportant (1)

Somewhat
unimportant (2)

254
Somewhat
important (3)

Extremely
important (4)

a. Professional
Development
(PD) (1)

o

o

o

o

b. Evaluation
(iObservation)
(2)

o

o

o

o

c. Supports
teachers with
discipline (3)

o

o

o

o

d. Supportive in
classroom
instruction (4)

o

o

o

o

e. Coaching &
constructive
feedback (5)

o

o

o

o

f. Voice in
decision making
within my
building (6)

o

o

o

o

g. Trust & respect
between me &
my principal(s)
(7)

o

o

o

o

h. Values
teacher's prep
time (i.e.,
minimizes
meetings when
possible) (8)

o

o

o

o

i. Prioritizes
students & their
progress (9)

o

o

o

o

j. Shared building
goals &
outcomes/mission
& vision (10)

o

o

o

o
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k. Recognition &
celebrations for
individual &
building
accomplishments
(11)

o

o

o

o

l. Supports
classroom
management (12)

o

o

o

o

m. Common
expectations (13)

o

o

o

o

n. Administrator
who prioritizes
relationships (14)

o

o

o

o

o. Encourages
and models
professional
dialogue (15)

o

o

o

o

p. Makes datadriven decisions
(16)

o

o

o

o

q. Prioritizes time
to collaborate
with colleagues
(17)

o

o

o

o

r. Has good
communication
skills (18)

o

o

o

o
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T7 Which content area do you currently teach?

o General Education/Core Content Area (1)
o English Learners (2)
o Special Education (3)
o Specialist/Other Instructional Area (Please enter.) (4)
________________________________________________

Page Break
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T8
Teacher Self-Efficacy: Teacher self-efficacy is what people believe about their ability to
perform (Bandura, 2009). Please consider your current ability, resources, and opportunity to do
each of the following in your present position.
In this study, examples of factors that influence a teacher’s performance include classroom
management, trauma-informed practices, time planning lessons, work time outside of school day,
cultural competence, job satisfaction, collegiality, differentiation for individual student needs,
ability to self-care, and coping with changes & challenges. Please rank the following questions
related your performance in your classroom on Teachers' Sense of Efficacy Scale (TSES)-Short
Form (Tschannen-Moran & Woolfolk Hoy, 2001).
None at Very
Some Quite a A great
all
little
Degree
bit
deal
1

2

3

3

4

5

6

7

7

8

9
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a. How much can you do to control
disruptive behavior in the classroom? ()
b. How much can you do to motivate
students who show low interest in school
work? ()
c. who much can you do to calm a student
who is disruptive or noisy? ()
d. How much can you do to help your
students value learning? ()
e. To what extent can you craft good
questions for your students? ()
f. How much can you do to get children to
follow classroom rules? ()
g. How much can you do to get students to
believe they can do well in school work? ()
h. How well can you establish a classroom
management system with each group of
students? ()
i. To what extent can you use a variety of
assessment strategies? ()
j. To what extend can you provide an
alternative explanation or example when
students are confused? ()
k. How much can you assist families in
helping their children do well in school? ()
l. How well can you implement alternative
teaching strategies in your classroom. ()

T9 Including this year, how many years have you been teaching?
1 5 10 14 19 23 27 32 36 41 45
Please move the slider to indicate how many
years have you been teaching, including this
year? ()
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T10 In your teaching career, how many different buildings have you taught as a certified
teacher?
1 2 3 4 5 6 6 7 8 9

10

Please move the slider to indicate how many
different buildings you have taught in your
career. ()

T11 Please explain the reason you have left each building.

o I have not left any building. (1)
o Reason for leaving each building, (2)
________________________________________________

T12 COVID-19: The following questions provide information on your impressions of how your
building leader provided guidance during the COVID-19 pandemic adapted from Assessment of
Leadership in Times of Crisis (Boin et al., 2013).
Extremely Somewhat Neither SomewhatExtremely
inadequateinadequate adequate adequate adequate
nor
inadequate
0

1

2

3

4

5

6

7

8

9

10
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a. Do building leaders understand the nature,
characteristics, consequences and scope and
effects of COVID-19? ()
b. Have building leaders monitored the
critical systems and connections between
teachers and COVID-19? ()
c. Have building leaders communicated with
teachers to ensure they have timely and
correct information for dissemination to the
public related to COVID-19? ()
d. Have building leaders reflected on effects
of their actions, encourage & tolerate
feedback related to COVID-19? ()
e. Have building leaders actively involved
themselves in COVID-19 crisis
management? ()

260

TEACHER RETENTION: FACTORS OF SUCCESS

261

T13 What impacts has COVID-19 had on you as a teacher?
Strongly
Somewhat
Somewhat agree
disagree (1)
disagree (2)
(3)

Strongly agree
(4)

a. I have felt
supported by my
colleagues. (1)

o

o

o

o

b. I have felt
supported by my
building
administration.
(2)

o

o

o

o

c. I have felt
supported by the
district office
and school
board. (3)

o

o

o

o

d. I have
maintained good
mental health
and self care. (9)

o

o

o

o

e. I am satisfied
with the
professional
development
provided to me.
(10)

o

o

o

o

f. I feel that my
school
environment is
safe and
sanitized. (11)

o

o

o

o
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T14 What grade level do you currently teach?

o Preschool (1)
o Elementary (2)
o Middle Level (3)
o High School (4)
T15 What is your age?
21 26 32 37 43 48 53 59 64 70 75
Please move the slider to your current age. ()

T16 What is the highest post-secondary degree you have earned?

o Bachelor degree (1)
o Bachelor degree with additional credits (2)
o Master degree (3)
o Specialist degree (4)
o Doctorate degree (5)
o Non-Traditional Degree (i.e., certification, emergency license) (6)
T17 Please rate the following questions on a scale of 0-10 as it relates to teaching and personal
life.
Strongly Somewhat Neither Somewhat Strongly
disagree disagree agree nor agree
agree
disagree
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0

263
1

2

3

4

5

6

7

8

9

10

a. COVID has caused me disruptions as an
educator/teacher. ()
b. COVID has caused me personal life
disruptions. ()
c. COVID has caused me to rethink my
choice of profession. ()
d. COVID has me considering leaving
teaching altogether. ()

T18 Your gender.

o Male (1)
o Female (2)
o Non-binary / third gender (3)
T19 Is your compensation reflective of the work you do? (You may add comments if you wish.)

o Yes (1) ________________________________________________
o No (2) ________________________________________________
Thank you! Thank you so much for your time. It is greatly appreciated. Participants will be able
to access the results by contacting me at karrie.rage@go.mnstate.edu While your responses will
be anonymous, results of the study will be shared with your district superintendents. Participants
will be able to request a copy of the final research project. Again, thank you for your time. Please
click the "double arrow" (>>) button to "submit".
End of Block: Default Question Block
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Appendix F Teacher Retention Questionnaire for Administrators
Teacher Retention Questionnaire for Administrators

02 Teacher Retention Questionnaire for
Administrators 7.27.2021
Start of Block: Default Question Block

Consent Welcome to a research study on Teacher Retention!
I am interested in understanding teacher retention and factors that influence teacher's decisions
about staying or leaving their current location. For this study, you will be answering 71 questions
about factors (focusing on working conditions and school climate, administrative support and
leadership practices, and teacher self-efficacy), which influence your teachers' decision along
with supports you provide teachers to positively influence them to remain in your current
location or to move to a different location. There are 68 multiple choice or slider scale responses
and 3 short answers. Your responses will remain completely confidential and anonymous so
please be honest in your responses.
The questionnaire will take under minutes under 10 minutes to complete. Your participation in
this research is voluntary. You have the right to withdraw at any point during the questionnaire.
The principal investigator of this study can be contacted at karrie.rage@go.mnstate.edu
By clicking the button below, you acknowledge: Your participation in the study is voluntary.
You are at least 18 years of age. You are aware that you have the right to withdraw from the
questionnaire at any time for any reason

o Yes, I consent. (1)
o No, I do not consent. (2)
Skip To: End of Survey If Welcome to a research study on Teacher Retention! I am interested in understanding
teacher retent... = No, I do not consent.

End of Block: Default Question Block
Start of Block: Block 1
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A1 Retention in current location: What are the chances of you remaining at your current location
in two years (the 2022-23 school year)?
Definitely Probably Might or Probably Definitely
will not will not might not will
will
0

10 20 30 40 50 60 70 80 90 100

Chances of you REMAINING at your current
location for next school year ()

A2 Regarding COVID-19, please rate the following:
Definitely Probably Might or Probably Definitely
will not will not might not will
will
0

1

2

3

4

5

6

7

8

a. Pre-COVID-19, what was the likelihood
that you were STAYING at your current
school. ()
b. Currently, what is the likelihood that you
WILL LEAVE your current school. ()
c. Currently, what is the likelihood that you
will leave the teaching profession altogether.
()

A3 In your opinion, how has COVID-19 impacted teacher shortage and teacher retention?
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________

9

10
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A4 BUILDING LEADERSHIP & TEACHER RETENTION: Please rate your building
administration in the following areas as it relates to the TEACHER RETENTION. Leadership
in Times of Crisis (Boin et al., 2013)
Not
Slightly Moderately Very Extremely
effective effective effective effective effective
at all
0

1

2

3

4

5

6

7

8

9

10

a. Did building leaders create conditions that
facilitate early recognition of teacher
retention? ()
b. Do building leaders understand the nature,
characteristics, consequences and scope and
effects of teacher retention? ()
c. Building leaders should monitor and assess
forms of vertical and horizontal cooperation.
As a result of monitoring, have building
leaders facilitated cooperation as it relates to
teacher retention? ()
d. Have building leaders monitored the
critical systems and connections between
teachers and teacher retention? ()
e. Have building leaders reflected on effects
of their actions, encourage & tolerate
feedback related to teacher retention? ()

A5 Please list or explain any activities or supports that you provide your teachers that assist in
retaining them?
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________

A6 School Environment & Climate
Rate the following items of school environment and climate and the significance it plays in
teachers' decisions to stay or leave their current school building.
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For this research, the definition includes the students' SES, student ethnicity, physical features of
the workplace; organizational characteristics such as salary, safety (behavior and incident
reports); sociological, political, psychological, and educational features of the work environment;
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workload, facilities, & resources; student cooperation (Hughes, 2012; Johnson, 2006 as cited in
Ladd, 2011).
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Extremely
unimportant (1)

Somewhat
unimportant (2)

269
Somewhat
important (3)

Extremely
important (4)

a. Well maintained
school facilities
(i.e., well
maintained,
cleanliness of
building) (1)

o

o

o

o

b. Environmental
factors (i.e.,
lighting,
temperature of
room, space, age of
building) (2)

o

o

o

o

c. Availability of
essential
materials/curriculum
(3)

o

o

o

o

d. Offering of
Teacher induction
and/or mentoring
program. (4)

o

o

o

o

e. Highly culturally
diverse populations
(5)

o

o

o

o

f. Highly
academically
diverse populations
(6)

o

o

o

o

g. Low degree of
student motivation
(7)

o

o

o

o

h. Low student
attendance (8)

o

o

o

o

i. Low SocioEconomic Status
(SES) (9)

o

o

o

o

j. High student
behaviors (10)

o

o

o

o

TEACHER RETENTION: FACTORS OF SUCCESS
k. Low parent
involvement (11)
l. High class size
(12)
m. High teacher
workload (13)
n. Salary (14)
o. Working in a
building with Title 1
status (15)
p. Low student
cooperation (16)
q. Low school safety
(17)

270

o
o
o
o

o
o
o
o

o
o
o
o

o
o
o
o

o

o

o

o

o
o

o
o

o
o

o
o

A7 Administrative Support & Leadership Practices
Rate the following items related to your Administrative Support & Leadership Practices as to
the significance it plays in your decision to operate your school building.
For this research, the definition includes the extent to which principals and other school leaders
make teachers’ work easier and help them to improve their teaching (Boyd et al., 20 11). It also
includes the following: support with behavior and discipline (Borman et al., 2008; Heuckmann et
al., 2018; Kersaint et al., 2007), staff collegiality (Brown & Wynn, 2009), recognition of effort
(Holmes et al., 2019), input in decision-making (Borman et al., 2008), professional development
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(Brown & Wynn, 2009; Holmes et al., 2019; Ladd, 2011) and evaluation (Cohen et al., 2009;
Holmes et al., 2019; Ladd, 2011).
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Strongly
disagree (1)

Somewhat
disagree (2)

272
Somewhat agree
(3)

Strongly agree
(4)

a. Professional
Development
(PD) (1)

o

o

o

o

b. Evaluation
(iObservation)
(2)

o

o

o

o

c. Supports
teachers with
discipline (3)

o

o

o

o

d. Supportive in
classroom
instruction (4)

o

o

o

o

e. Coaching &
constructive
feedback (5)

o

o

o

o

f. Voice in
decision making
within my
building (6)

o

o

o

o

g. Trust & respect
between me &
my teachers (7)

o

o

o

o

h. Values
teacher's prep
time (i.e.,
minimizes
meetings when
possible) (8)

o

o

o

o

i. Prioritizes
students & their
progress (9)

o

o

o

o

j. Shared building
goals &
outcomes/mission
& vision (10)

o

o

o

o
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k. Recognition &
celebrations for
individual &
building
accomplishments
(11)

o

o

o

o

l. Supports
classroom
management (12)

o

o

o

o

m. Common
expectations (13)

o

o

o

o

n. Administrator
who prioritizes
relationships (14)

o

o

o

o

o. Encourages
and models
professional
dialogue (15)

o

o

o

o

p. Makes datadriven decisions
(16)

o

o

o

o

q. Prioritizes time
to collaborate
with colleagues
(17)

o

o

o

o

r. Has good
communication
skills (18)

o

o

o

o

A8 In your professional career, how many different buildings have you been in as a certified
teacher and an administrator?
1 2 4 5 7 8 9 11 12 14 15
How many buildings have you been a teacher
and an administrator? ()
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A9 Please explain the reason you left each position.
________________________________________________________________

A10 What is the highest post-secondary degree you have earned?

o Bachelor degree + Administration Credential (1)
o Master degree (2)
o Specialist degree (3)
o Doctorate degree (4)
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A11 What impacts has COVID-19 had on you as an administrator?
Strongly
Somewhat
Somewhat agree
disagree (1)
disagree (2)
(3)

Strongly agree
(4)

a. I have felt
supported by my
colleagues. (1)

o

o

o

o

b. I have felt
supported by my
building
administration.
(2)

o

o

o

o

c. I have felt
supported by the
district office
and school
board. (3)

o

o

o

o

d. I have
maintained good
mental health
and self-care. (9)

o

o

o

o

e. I am satisfied
with the
professional
development
provided to me.
(10)

o

o

o

o

f. I feel that my
school
environment is
safe and
sanitized. (11)

o

o

o

o
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A12 COVID-19: The following questions provide information on your impressions of how your
building leader provided guidance during the COVID-19 pandemic as adapted from Assessment
of Leadership in Times of Crisis (Boin et al., 2013).
Extremely Somewhat Neither SomewhatExtremely
inadequateinadequate adequate adequate adequate
nor
inadequate
0

1

a. Do building leaders understand the nature,
characteristics, consequences and scope and
effects of COVID-19? ()
b. Have building leaders monitored the
critical systems and connections between
teachers and COVID-19? ()
c. Have building leaders communicated with
teachers to ensure they have timely and
correct information for dissemination to the
public related to COVID-19? ()
d. Have building leaders reflected on effects
of their actions, encourage & tolerate
feedback related to COVID-19? ()
e. Have building leaders actively involved
themselves in COVID-19 crisis
management? ()

A13 What grade level are you currently the administrator?

o Preschool (1)
o Elementary (2)
o Middle Level (3)
o High School (4)

2

3

4

5

6

7

8

9

10
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A14 Rank, in order, the top reasons teachers have left your building.
______ Family Reasons (i.e., stay home; care for aging parent) (1)
______ Medical (2)
______ Leaving Teaching/New Career Outside Education (3)
______ Retirement (4)
______ Move to another FPS building (5)
______ Move to another building outside of FPS (6)
______ Other (7)

A15 Your gender (or the gender you most identify).

o Male (1)
o Female (2)
o Non-binary / third gender (3)
A16 What is your age?
21 26 32 37 43 48 53 59 64 70 75
Use the slider to indicate your current age. ()

A17 How many days is your administrative contract?

o 191 days (9 months) (1)
o 210 days (10 months) (2)
o 222 days (10 months + 12 flex days) (3)
o 260 days (12 months) (4)
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A18 How many years were you a teacher prior to becoming an administrator?
1 4 8 11 15 18 21 25 28 32 35
How many years were you a TEACHER
prior to becoming an administrator? ()

A19 Excluding this year, how many years have you been an administrator?
1 4 8 11 15 18 21 25 28 32 35
Over your career, how many years have you
been an administrator? ()

Thank you: Thank you so much for your time. It is greatly appreciated. Participants will be able
to access the results by contacting me at karrie.rage@go.mnstate.edu While your responses will
be anonymous, results of the study will be shared with your district superintendents. Participants
will be able to request a copy of the final research project. Again, thank you for your time. Please
click the "double arrow" (>>) button to "submit".
End of Block: Block 1
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Appendix G
Factor Correlations by Indicator and with Retention
Working Conditions & School Climate Factor
Indicator
Number

Indicator Question

Teacher Retention

3a

Maintained school facilities (i.e., well
maintained, cleanliness of building).

.241**

3b

Environmental factors (i.e., lighting,
temperature of room, space, age of
building).

.180**

3c

Availability of essential
materials/curriculum.

.306**

3d

Offering of teacher induction and/or
mentoring program.

.239**

3e

Student diversity make-up.

.304**

3f

Range of student academic performance.

.337**

3g

Degree of student motivation.

.285**

3h

Student attendance.

.204**

3i

Socio-Economic Status (SES) of student
population.

.221**

3j

Student behaviors.

.356**

3k

Parent involvement.

.267**

3l

Class sizes.

.278**

3m

Teacher workload.

.451**

3n

Salary.

.424**

3o

Working in a building with Title 1 status.

.206**

3p

Student cooperation.

.323**

3q

School safety.

.338**

** Correlation is significant at the 0.05 level (2-tailed).
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Administrative Support & Leadership Practices Factor
Indicator
Number

Indicator Question

Teacher Retention

2a

Does your principal create conditions that
facilitate teacher retention?

.355**

2b

Does your principal understand the nature,
characteristics, benefits, scope, and effects
of teacher retention?

.310**

2c

Does your principal make decisions that
support teacher retention?

.369**

2d

Does your principal cooperate, intervene,
and promote teacher retention?

.347**

2e

Does your principal actively involve
themselves in successfully retaining
teachers?

.344**

4a

Professional Development (PD).

.321**

4b

Observational feedback (formal
evaluation).

.307**

4c

Supports teacher with students’ discipline.

.376**

4d

Support in classroom instruction.

.338**

4e

Coaching and constructive feedback.

.368**

4f

Voice of teachers in making decisions
within my building.

.371**

4g

Trust and respect between me and my
principal(s).

.373**

4h

Value teacher’s prep time (i.e., minimizes
meetings when possible).

.357**

4i

Prioritization of students and their
progress.

.322**

4j

Shared building goals &
outcomes/mission & vision.

.279**

4k

Recognition & celebration for individual
& building accomplishments.

.265**
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4l

Support classroom management.

.361**

4m

Common expectations.

.295**

4n

Prioritization of relationships.

.335**

4o

Encouragement and modeling of
professional dialogue.

.241**

4p

Data-driven.

.199**

4q

Prioritization of time to collaborate with
colleagues.

.400**

4r

Communication skills.

.299**

** Correlation is significant at the 0.05 level (2-tailed).
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Teacher Self-Efficacy Factor
Indicator
Number

Indicator Question

Teacher Retention

6a

How much can you do to control
disruptive behavior in the classroom?

--

6b

How much can you do to motivate
students who show low interest in school
work?

--

6c

How much can you do to calm a student
who is disruptive or noisy?

--

6d

How much can you do to help your
students value learning?

--

6e

To what extent can you craft good
questions for your students?

--

6f

How much can you do to get children to
follow classroom rules?

--

6g

How much can you do to get students to
believe they can do well in school work?

--

6h

How well can you establish a classroom
management system with each group of
students?

--

6i

To what extent can you use a variety of
assessment strategies?

No Data

6j

To what extend can you provide an
alternative explanation or example when
students are confused?

--

6k

How much can you assist families in
helping their children do well in school?

--

6l

How well can you implement alterative
teaching strategies in your classroom?

** Correlation is significant at the 0.05 level (2-tailed).

--
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COVID-19 Factor
Indicator
Number

Indicator Question

Teacher Retention

10a

Does your principal understand the nature,
characteristics, consequences, scope, and
effects of COVID-19?

.185**

10b

Does your principal understand the nature,
characteristics, consequences, scope, and
effects between teachers and COVID-19?

.184**

10c

Has your principal communicated timely
and “current” information related to
COVID-19?

.204**

10d

Has your principal cooperated and
intervened as necessary related to
COVID-19?

.269**

10e

Has your principal actively involved
themselves in COVID-19 crisis
management?

.239**

11a

I have felt supported by my colleagues.

.231**

11b

I have felt supported by my building
administration.

.244**

11c

I have felt supported by the district office
and school board.

.316**

11d

I have maintained good mental health and
self-care.

.282**

11e

I am satisfied with the professional
development provided to me.

.414**

11f

I feel that my school environment is safe
and sanitized.

.201**

15a

COVID has caused me disruptions as an
educator/teacher.

--

15b

COVID has caused me personal life
disruptions.

No data
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15c

COVID has caused me to rethink my
choice of profession.

-.347**

15d

COVID has me considering leaving
teaching altogether.

-.370**

** Correlation is significant at the 0.05 level (2-tailed).
Appendix H Indicator Correlations by Ranking
Indicator Correlations by Ranking
Indicator
Number

Indicator Question

Teacher
Retention

3m

Teacher workload.

.451**

3n

Salary.

.424**

11e

I am satisfied with the professional development provided to
me.

.414**

4q

Prioritization of time to collaborate with colleagues.

.400**

4c

Supports teachers with students’ discipline.

.376**

4g

Trust and respect between me and my principal(s).

.373**

4f

Voice of teachers in making decisions within my building.

.371**

2c

Does your principal make decisions that support teacher
retention?

.369**

4e

Coaching and constructive feedback.

.368**

4l

Support classroom management.

.361**

4h

Value teacher’s prep time (i.e., minimizes meetings when
possible).

.357**

3j

Student behaviors.

.356**

2a

Does your principal create conditions that facilitate teacher
retention?

.355**

2d

Does your principal cooperate, intervene, and promote teacher
retention?

.347**

2e

Does your principal actively involve themselves in
successfully retaining teachers?

.344**

3q

School safety.

.338**
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4d

Support in classroom instruction.

.338**

3f

Range of student academic performance.

.337**

4n

Prioritization of relationships.

.335**

3p

Student cooperation.

.323**

4i

Prioritization of students and their progress.

.322**

4a

Professional Development (PD).

.321**

11c

I have felt supported by the district office and school board.

.316**

2b

Does your principal understand the nature, characteristics,
benefits, scope, and effects of teacher retention?

.310**

4b

Observational feedback (formal evaluation).

.307**

3c

Availability of essential materials/curriculum.

.306**

3e

Student diversity make-up.

.304**

4r

Communication skills.

.299**

4m

Common expectations.

.295**

3g

Degree of student motivation.

.285**

11d

I have maintained good mental health and self-care.

.282**

4j

Shared building goals & outcomes/mission & vision.

.279**

3l

Class sizes.

.278**

10d

Has your principal cooperated and intervened as necessary
related to COVID-19?

.269**

3k

Parent involvement.

.267**

4k

Recognition & celebration for individual & building
accomplishments.

.265**

11b

I have felt supported by my building administration.

.244**

3a

Maintained school facilities (i.e., well maintained, cleanliness
of building).

.241**

4o

Encouragement and modeling of professional dialogue.

.241**

3d

Offering of teacher induction and/or mentoring program.

.239**
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10e

Has your principal actively involved themselves in COVID-19
crisis management?

.239**

11a

I have felt supported by my colleagues.

.231**

3i

Socio-Economic Status (SES) of student population.

.221**

3o

Working in a building with Title 1 status.

.206**

3h

Student attendance.

.204**

10c

Has your principal communicated timely and “current”
information related to COVID-19?

.204**

11f

I feel that my school environment is safe and sanitized.

.201**

4p

Data-driven.

.199**

10b

Does your principal understand the nature, characteristics,
consequences, scope, and effects between teachers and
COVID-19?

.184**

3b

Environmental factors (i.e., lighting, temperature of room,
space, age of building).

.180**

15c

COVID has caused me to rethink my choice of profession.

-.347**

15d

COVID has me considering leaving teaching altogether.

-.370**

6a

How much can you do to control disruptive behavior in the
classroom?

--

6b

How much can you do to motivate students who show low
interest in school work?

--

6c

How much can you do to calm a student who is disruptive or
noisy?

--

6d

How much can you do to help your students value learning?

--

6e

To what extent can you craft good questions for your students?

--

6f

How much can you do to get children to follow classroom
rules?

--

6g

How much can you do to get students to believe they can do
well in school work?

--
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6h

How well can you establish a classroom management system
with each group of students?

--

6i

To what extent can you use a variety of assessment strategies?

No Data

15b

COVID has caused me personal life disruptions.

No Data

6j

To what extend can you provide an alternative explanation or
example when students are confused?

--

6k

How much can you assist families in helping their children do
well in school?

--

6l

How well can you implement alterative teaching strategies in
your classroom?

--

** Correlation is significant at the 0.05 level (2-tailed).

